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ABSTRACT
Impact on Employee Motivation of Management’s Perception of 
What Employees Want from Their Work: An Application 
to the Ski Resort Industry
by
Lisa Anne Ward
Dr. Gerald E. Goll, Examination Committee Chair 
Professor of Hotel Administration 
University of Nevada, Las Vegas
This study explored the impact managers’ perceptions had on the motivation of 
ski resort employees. Hotel properties in Vail Valley, Colorado served as the population 
for the study. The study examined what ski resort employees want from their work and 
established their orientation to work. The relationship between what employees 
identified they wanted from their work and their motivation orientation was explored. In 
addition, the managers’ perceptions of what they perceived their employees wanted from 
their work was measured and compared to what employees identified they wanted from 
their work. The impact of managers’ perceptions was further identified with a discussion 
of the predominant incentive programs in the Valley. The exploratory study was 
supported through a review of related literature and statistical analyses of the data 
gathered. Conclusions and recommendations for future research were made based on this 
literature and the statistical findings.
I l l
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CHAPTER 1 
INTRODUCTION
Insight into the influence the organizational environment has on employee 
satisfaction may be traced back to the works of Karl Marx in 1847 (Marx & Engels, 
1964). It may be postulated that through creating a motivational environment employee 
satisfaction may be enhanced and resultant productivity increased. Innumerable 
management strategies have been implemented to facilitate the creation of this 
motivational environment. An incentive program is one such system that may be utilized 
in order to respond to the needs of the employees and enhance satisfaction. However, it 
has been argued that such incentives, in order to be effective, must respond to an 
unsatisfied need (Maslow, 1943).
Employees’ wants and needs may affect the design of the employees’ jobs as well 
as incentive systems. What an employee wants fi-om her/his work may change depending 
on the situation. In addition, the value of the incentive is dependent on the individual’s 
perception of his or her needs and the relation the incentive has to satisfying that 
particular need. By identifying what is important to each employee in a given situation 
and responding to it, the manager may be able to create a more motivating and satisfying 
envirorunent.
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This phenomenon may be of added importance in the hospitality industry due to 
its labor intensity. The repetitious, mundane nature of many hospitality jobs may 
compound the problem associated with creating a motivational envirorunent. For 
example, the demand for labor fluctuates in seasonal resorts due to the seasonal nature of 
the industry and the quantity of applicants may be limited. Chuck Y. Gee (1988) has 
stated.
The problems of managing a seasonal enterprise are numerous. There is 
the special problem of hiring and retraining a reliable labor force season 
after season. Each season a new group of full-time and part-time employees 
must be hired and trained. The motivation of employees is made more 
difficult because the seasonal nature of resort employment curtails 
promotional and advancement incentives (Gee, 1988, p. 18).
This seasonal nature may further exacerbate the need to respond to what employees want 
from their work. Many ski resort managers treat seasonality as a means of reducing labor 
costs. This reduction occurs as a result of a decrease in the number of employees during 
the low season and by the limited employee development during the high season 
(Goodspeed, 1997). The lack of employee development may facilitate the “warm body 
syndrome” thereby effecting the motivational environment. Managers need to be aware 
o f this effect as it ultimately may decrease the productivity of their employees (Goll, 
1996).
J. E. Merchant (1988) reported that job location correlates to the employee’s level 
o f job satisfaction. If this is the case, facilitating job satisfaction within employees
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
through a promotion of the job location may become vital in the ski resort industry. 
Individuals living and working in a ski resort location may be attracted to the leisure 
activities available to them. Therefore, individuals choosing to work at a remote ski 
resort are likely to have an interest in the winter activities. Being active in winter 
activities, therefore, becomes a value for many individuals. “Value fulfillment, rather 
than an individual’s expectations, is the key to job satisfaction. When the job fulfills 
what one values, satisfaction occurs” (Merchant, 1988, p. 43). The need to understand 
“why” becomes two-fold for managers. Managers must be aware of “why” their 
employees are not only working but also “why” their employees are living in a remote 
location.
By not responding to what employees consider important from work, the 
organization may face increased turnover, low productivity, and inadequate service. In 
getting to know and understand their employees, managers are able to define the 
relationship between work and leisure for each employee (Riley, 1995). Through this 
understanding, ski resort managers may be better able to respond to what employees 
consider important from work, thereby facilitating a motivational environment.
The conception of this research began with personal employment experiences in 
the Vail Valley from 1994 to 1996. Employees did not feel that employers understood, 
let alone responded to, the employees' wants and needs. Conversations with managers 
provided a counter argument to this complaint. These managers proposed that the 
cost/benefit considerations restricted the number of feasible options available to them in 
order to respond to what employees wanted from their work.
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The study explored the importance of understanding and responding to what 
employees want from their work and its impact on motivation and subsequently 
productivity. While based on the foundations of Kenneth Kovach’s study, special 
attention was paid to Gerald Goll’s application of the instrument to hospitality workers. 
This study adapted their survey instrument in order to examine what ski resort employees 
want from their work. In addition, a comparison to previous studies outlining what 
employees want fr'om their work to the findings in this study was made to assess the 
distinct characteristics of the ski industry. The study also examined the relationship 
between an employee’s motivation orientation to work and what sTie wants from her/his 
work. This relationship identified the impact the environment has on an employee’s 
motivation orientation.
The lack of research in the area of remote resorts may be a result of the typical 
seasonal nature of remote resorts and, consequently, the costs associated with retaining 
employees and the short-term mentality in staffing. However, as the hospitality industry 
becomes more competitive and the labor supply decreases, resort properties may need to 
pay greater attention to retaining employees.
Purpose Statement
The purpose of this exploratory study was to examine the perceptions of hotel 
managers in Vail Valley, Colorado regarding what hourly (non-exempt) front-line 
employees want from their work. Given the employees’ motivation orientations, the 
study also analyzed the impact that the work environment had on what hourly (non­
exempt) front-line employees wanted from their work.
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Objectives
In expounding on the purpose of the study, several objectives were established. 
These objectives include:
1. Distinguishing the relationship between managers’ perceptions of what employees 
want from their work to what employees in actuality indicate they want from their 
work.
2. Identifying the impact demographic and behavioral information has on what 
employees indicate they want from their work.
3. Exploring the relationship between what employees indicate they want from their 
work to the organization’s present incentives.
4. Exploring the relationship between what managers perceive their employee want 
from their work to the organization’s present incentives.
5. Identifying the impact demographic and behavioral information has on an 
employee’s motivation orientation.
6. Distinguishing the relationship between what employees indicate they want from 
their work to their motivation orientation.
Research Questions 
In order to meet the objectives of the study, specific research questions were 
created. These questions include:
I . What is the employees’ demographic information, including their position, their 
wages, and the duration they have lived in the Vail Valley?
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2. What is the employees' behavioral information, to include how often they 
snowboard/ski, why they moved to the Vail Valley, and whether they intend to 
leave the Valley at the end of the ski season?
3. What do front-line employees in the Vail Valley want from their work?
4. What are the incentives presently used by the hotel companies in the Vail Valley?
5. What is the motivation orientation of front-line employees in the Vail Valley?
6. What do managers of front-line employees in the Vail Valley perceive their 
employees want from their work?
Justifications
Research regarding management’s perceptions of what is important to employees 
has been void of an application to ski resort employees. This lack of an application may 
be a result of the short-term mentality characteristic of seasonal resorts. However, as the 
ski industry becomes more competitive, skier numbers decrease and the quantity of labor 
decreases, resort properties should pay greater attention to retaining quality employees.
Constraints
Several constraints have affected the execution of the research. For the purpose of 
manageability, some of these constraints have been appended. These controlled 
constraints are entitled delimitations. Additional constraints that are out of control of the 
researcher are entitled limitations.
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Delimitations
In order to limit the population to a manageable number, the study was conducted 
exclusively with hourly, front-line hotel employees. The population was further defined 
by only considering employees that are employed by hotel properties. Any restaurant or 
retail shop that leases space within the property was not considered for participation. 
Those individuals surveyed, therefore, included front desk agents, reservation agents, 
waitstaff, bellstaff, valets, concierges, spa staff, and shuttle drivers employed at hotel 
properties.
Another delimitation placed on the study involved the hotel properties to be 
surveyed. The study only included hotel properties that operated its front desk on a 24- 
hour basis or employed at least 10 front-line hourly employees.
For the purposes of the study, sampling rather than a census was used. The 
decision to choose a sample was based on time constraint and limited finances. Due to 
sampling, conclusions about the whole population were drawn based on a portion of the 
population.
The list of properties to be contacted was developed from several sources 
including The Vail Valley Tourism and Convention Board, The Vail Chamber of 
Commerce, Vail Resorts Lodging Catalog, and several internet sites. This list contained 
all hotel properties in the Vail Valley. In order to focus specifically on ski resort 
properties, the list of properties surveyed was limited to hotel properties within 10 miles 
of one of three area ski mountains; Arrowhead, Beaver Creek, and Vail.
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8The validity of the study was limited due its voluntary nature. While all hotel 
properties defined in the study were contacted, participation was voluntary. The results 
generated, therefore, had the potential of being skewed from the population. This 
potentiality of skewness is based on the understanding an individual’s desire to respond 
may influence the results of the study (Fowler, 1984).
The survey was administered over a seven-day period in January 1998.
Employees that did not work during this period were eliminated from the study.
The study was further delimited by the absence of a pretest. A pretest is typically 
conducted in order to test the questionnaire design and the method of administration. The 
results of the pretest provide useful information for alterations to be made prior to the 
actual administration of the survey instrument (Churchill, 1995). This process was not 
plausible given certain time constraints. As previously stated, the administration of the 
survey was limited to the second week of January 1998. The properties’ managers felt 
that this particular week, in sustaining low occupancy rates at their properties, was the 
only period that their employees would have time to complete the survey. Given this 
constraint and the timeline for the completion of the study, conducting a pretest was not 
conceivable.
Finally, the study was designed to investigate the perceptions of hotel managers in 
the Vail Valley. While the study may be applied to other ski resorts, the conclusions 
drawn from this study do not necessarily reflect the management of employees at other 
ski resorts.
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Limitations
The validity of the study is limited to several procedural problems and surveying 
techniques. First, while the Vail Valley Manager Survey attempted to obtain an accurate 
number of potential respondents for each property, many property managers indicated 
that they were only able to make estimations of the number of employees presently 
working at the time of the survey administration.
Another limitation of the study dealt with the effectiveness of the survey design. 
The demographic section of the Vail Valley Employee Survey was designed to obtained 
needed information about the employees’ employment situation and behavior. The study 
assumed that the choice of responses would accurately account for the answers to the 
questions asked. The results of the study indicated that the choice of responses might not 
have been representative of the employees’ situations.
Definitions
Seasonality -  fluctuations in the number of visitors that occur as a result of 
availability of activities in the area. These fluctuations had significant ramifications on 
the labor supply needed to respond to visitor demands. The Vail Valley is considered a 
seasonal resort with significant demand during the winter months and summer months.
High season -  the months from December to March and June to September during 
which the Vail Valley resorts are most highly in demand.
Low season -  the months of October, November, April, and May in which the 
demand at the Vail Valley resorts are lowest due to a lack o f available activities.
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Front-line employee -  an individual whose primary responsibility is to interact 
with and provide direct service to the guest.
Manager and Supervisor -  an individual that is accountable for the actions of 
and/or sustains authority over the hourly front-line hotel employees.
Hotel nropertv -  property that sustains a 24-hour front desk or employs at least 10 
front-line employees.
Remote resorts -  a secluded locale that serves as a final destination for vacation 
travelers. Remote resorts include, but are not limited to, ski resorts, golf resorts, beach 
resorts and national parks.
Ski resort- a destination locale in which the primary recreational activity involves 
a ski mountain and sustains amenities, services, and products required by guests.
Ski pass program — a benefit that permits employees to obtain a ski pass for area 
mountains free of charge, at a discount, or through a payment plan with the employer.
Summary
As stated in this chapter, the study focused on distinguishing the accuracy of 
management’s perceptions of what employees in the Vail Valley want from their work.
In addition, the study explored the influence the work envirorunent and the employees’ 
motivation orientations have on what they identify they want from their work. Chapters 
two through five present the literature related to the study, define the methodology of the 
study, analyze the results of the survey administration, and draw conclusions based on the 
survey analysis, respectively.
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CHAPTER 2 
REVIEW OF RELATED LITERATURE
Chapter II presents the literature related to the present study. The review of 
literature begins with an overview of the four:dations of motivation, encompassing Karl 
Marx, Frederick W. Taylor, and Elton Mayo. Subsequent to this overview content theory 
are discussed with reference to the works of A. H. Maslow, F. Herzberg, and C. P. 
Alderfer. Douglas M. McGregor’s applications of motivation theory are discussed in the 
context of process theories as presented by Erving Goffman, Victor Vroom, J. Stacey 
Adams, R. M. Steers, Daniel Yankelovich and John Immerwahr. While these 
applications assist in defining motivation theory, recent advancements aid in further 
refining the definitions. These advancements are discussed with references made to F. 
Samuels, P. C. Grant, and A. Alessandra.
In addition to presenting motivation theory, the review of literature defines and 
illustrates the concept(s) of intrinsic and extrinsic motivation orientation. In defining 
motivation orientation, references are made to B. J. Calder and B. M. Staw,
R. deCharms, and Edward Deci. Recent applications of motivation orientation are 
presented with references to B. M. Earn and S. M. Freedman and J. S. Phillips.
II
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Subsequent to the establishment of this motivational foundation, previous 
research in the area of what employees want from their work is introduced. References 
are made to studies done by Kenneth Kovach, Gerald Goll, Kwame Charles and L 
Marshall. Additionally, literature on employee motivation in the hospitality industry is 
presented within this section. The review of literature concludes with a brief explanation 
of aggregate satisfaction as presented by P. C. Grant.
Overview
“Everyone is motivated by different influences to different degrees” (Mill, 1985, 
p. 31). A. H. Maslow (1943) asserted that each individual acts in order to meet a 
unfulfilled need. Thus, one may conclude that motivation is an internal drive. The 
perceived need will govern the way the individual behaves and gives insight into why an 
individual behaves in a certain manner (Drummond, 1992). It has been stated that 
management can not motivate its employees. Rather, management is able to influence 
the motivational environment of the organization. This motivational envirorunent will 
facilitate job satisfaction amongst employees. However, the organization’s motivational 
envirorunent may be contingent on whether it responds to the wants and needs of the 
employees (Goll, 1989).
In being responsive to these wants and needs, managers acknowledge that their 
employees are human beings. For many employees, this acknowledgment, consequently, 
meets a need — the need to be considered a human being in the work place (Walton,
1986). In recognizing that workers are humans, one may postulate that specific needs are
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not universal to all beings. Cultural differences and an individual’s socialization to an 
environment will affect the basic need structure (Samuels, 1984).
Foundations of Motivation
Karl Marx, in 1847, with his Communist Manifesto recognized the impact of the 
displacement o f the worker from agrarian to industrial pursuits following the industrial 
revolution. This displacement caused the worker to lose touch with his identity and 
resent the employer. The worker’s frustration and decreased satisfaction resulted in a 
decrease in productivity (Marx & Engels, 1964).
Frederick W. Taylor explored the relationship between morale and motivation 
during the late 1890’s. In his studies, Taylor rationalized that man is a rational being who 
is concerned about his economic gains. This being so, man is motivated by money. In 
the work environment, these findings had significant impact as it was discovered that 
productivity was positively correlated to increases in economic gain. Taylor’s insights 
provided the basis for the initial development of wage incentives in organizations today 
(Taylor, 1911).
During the late 1920’s, Elton Mayo added his contribution to the development of 
organizational behavior. In his studies in the Western Electric plant in Hawthorne, 
Illinois, Mayo discovered that workers were motivated to perform more effectively when 
given special attention. The discovery resulted from a study on productivity. Rather than 
responding to the proposed independent variable, the workers responded positively to the 
attention they received for being involved in the study. This affect on workers has been 
termed the “Hawthorne effect,” which represents the spontaneous and unintended effort
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exerted by subjects as a result of their involvement in research (Mayo, 1946). The 
presence of the “Hawthorne effect” is not only crucial in the analysis of research results, 
but also has several implications on human behavior in organizations (Roethlisberger & 
Dickson, 1939).
Content Theorv
Content theory deals with determining what drives a certain behavior. Three 
distinct scholars, presented here, serve as examples of the theory; Maslow, Herzberg, and 
Alderfer.
A. H. Maslow (1943) outlined individual needs in a hierarchy with the most basic 
needs at the base of the hierarchy and the with more sophisticated needs at the top. His 
theory established that individuals are motivated to satisfy their physiological and 
psychological needs. The theory indicated that individuals are motivated when they are 
in pursuit of an imsatisfied need. In other words, individuals are more responsive to 
unsatisfied needs than to those needs that are satisfied. Therefore, according to Maslow, 
a satisfied need is no longer a motivator (Maslow, 1943).
According to Maslow, individuals have a desire to understand, to systematize, 
analyze, organize, and look for relations and meaning. These desires create a hierarchy of 
needs in each individual. An individual’s values and ideals manipulate the individual’s 
need hierarchy. An individual’s hierarchy of need may also be reordered due to the 
priority placed on the unsatisfied need (Maslow, 1943). B.F. Skinner labeled this 
unsatisfied need a “deprivation.” An individual may be unconscious of a need until s/he 
is deprived of the need (Skinner, 1974). The unsatisfied need, or “deprivation,” becomes
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dominant in the hierarchy and may be fulfilled at the sacrifice of other more basic needs. 
Maslow (1943) stated that “an act is psychologically important if it contributes directly to 
the satisfaction of basic needs” (Maslow, 1943, p. 166). In other words, conscious 
desires are more or less important depending on how closely they are associated with the 
basic needs of the individual. (Maslow, 1943).
Maslow also indicated the impact the environment has on the fulfillment of these 
basic needs. He remarked that all individuals maintain cognitive capacities (perceptual, 
intellectual, and learning) that facilitate the satisfaction of one’s needs. The environment 
has the capacity to promote or block these cognitive capacities. Maslow identified 
several preconditions that must be present in the environment in order to promote 
cognitive capacities. These preconditions are listed in Table 1. The elimination of any 
of these
Table 1
Preconditions to Promote Cognitive Capacities (Maislow 1943)
• Freedom to speak
• Freedom to do what one wishes so long as no harm is done to others
• Freedom to express one’s self
• Freedom to investigate and seek for information
• Freedom to defend one’s self
• Justice
• Fairness
• Honesty
• Orderliness in the group
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preconditions may impede the individual’s cognitive capabilities thereby hindering the 
satisfaction of her/his needs (Maslow, 1943).
Given Maslow’s hierarchy of needs, F. Herzberg (1966) distinguished two 
classifications of individual’s needs. Needs were classified as either hygiene factors or 
motivating factors. Hygiene factors were those needs that if  fulfilled avoided 
dissatisfaction within the individual. These factors related to the environment in which 
the individual works. The hygiene, or environmental, factors included company policies 
and administration, supervision, salary, interpersonal relations, and working conditions. 
Motivating factors, on the other hand, consisted of those needs that if fulfilled created 
satisfaction within the individual. These factors related to what the individual does at 
work. Herzberg acknowledged achievement, recognition, work itself, responsibility, and 
advancement as motivating factors. By distinguishing salary as a hygiene factor,
Herzberg introduced the need for managers to look towards other rewards to provide the 
basis for motivating employees.
C. P. Alderfer (1972) further examined Maslow’s hierarchy of needs with the 
introduction of the E.R.G. Theory. Alderfer’s theory identified three types of personal 
needs; existence, relationship, and growth. Additionally, Alderfer introduced the concept 
o f fhistration-regression. According to Alderfer, frustration-regression means that an 
individual experiencing frustration in attempting to fulfill a need will regress to fulfill a 
lower need. The fhistration-regression concept relates to the need for individuals to be in 
control of their existence.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
17
Applications of Content Theorv
Douglas McGregor offered additional insight into worker behavior by proposing 
Theory Y. Theory Y represented an understanding of workers as motivated individuals 
that have the potential to develop, the capacity to assume responsibility, and the ability to 
direct behavior toward organizational goals. Theory Y was proposed in opposition to 
Theory X. Theory X suggested that people were passive by nature and resistant to 
organizational needs. Being such, management must control its employees through the 
use of persuasion, rewards, and punishment. McGregor argued that an employee’s 
passivity was a result of her/his experiences with the organization. McGregor’s concerns 
paralleled the situation Karl Marx spoke of following the industrial revolution 
(McGregor, 1960).
McGregor discussed the need for management to create an environment in which 
employees are able to realize their human characteristics and develop them. By doing so, 
individuals are able to comprehend their higher needs. In creating this environment, 
management ensures that the satisfaction of one’s needs can be achieved by focusing on 
the organizational goals. McGregor argued that giving employees some degree of 
freedom, granting them more responsibility, getting them to participate in the 
organization, and allowing them to set criteria for performance appraisals will facilitate 
the satisfaction of their needs (McGregor, 1960).
Process Theorv
While content theory explains what drives a behavior, process theories focus on 
why individuals behave in a certain manner. Process theories include Erving Goffman’s
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secondary adjustments, Victor Vroom’s Expectancy Theory, J. Stacey Adams and R.M. 
Steer’s Equity Theory, and Yankelovich and Immerwahr’s discretionary effort.
Erving Gofhnan (1961) presented the concept of secondary adjustments, which 
involve adjusting behaviors in order to facilitate a sense of satisfaction. Gofftnan referred 
to these behaviors as “knowing the ropes.” Primary adjustments, on the other hand, 
involve behavior that is considered “normal” or “programmed” according to the 
organization (Goffinan, 1961, p. 189). It is by adjusting one’s behavior through 
secondary adjustments that the individual is able to satisfy what may be perceived by the 
individual as a “forbidden” satisfaction. These voluntary adjustments give the individual 
a sense of individuality (Goffman, 1961, p. 54). This individuality implies that an 
individual is motivated to maintain an internal locus of control as proposed by J. B.
Rotter (1954).
Victor H. Vroom (1964) expanded on this concept of controlling one’s sense of 
satisfaction with the expectancy theory. Expectancy theory involves defining motivation 
as a product of one’s desire to fulfill a need and the availability of that need. While an 
individual may have a profound desire to fulfill a need, need fulfillment may be 
implausible given the individual’s environment. Goll (1989, p. 89) outlined four basic 
questions that define expectancy theory.
1. What’s in it for me?
2. How hard will 1 have to work to get what’s in it for me?
3. What are my real chances of getting what’s in it for me if I do what you want?
4. Is what’s in it for me really of importance to me?
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In answering these questions, the individual may be motivated to do as little or as much 
as possible in order to meet the specifications of the goal.
According to R.M. Steers, when judging fairness employees will compare their 
situation to those within the organization (internal) and those outside the organization 
(external). Equity theory, as developed by Steers (Steers and Porter, 1975), provided 
insight into employees’ thought processes when comparing themselves to others. Equity 
involves a comparison between individuals. In the context of organizations, equity refers 
to employees’ efforts to match the behaviors of other individuals (Morrison and 
Robinson, 1995). Specifically, employees looked at what they put into work and what 
they receive in comparison to other employees. In 1965, J. Stacey Adams developed an 
equity equation (Adams, Katz, and Kahn 1980):
Person’s outcomes Other’s outcomes
Person’s inputs Other’s inputs
Any inequity that appears in the equation may create tension amongst employees. An 
employee may attempt to reduce this tension by adjusting one of the variables in the 
equation. The employee may increase her/his input or the employee may adjust her/his 
perception of the other variables. Whatever behavior is imdertaken, the result remains the 
same, an equalized equation (Adams, et. al, 1980).
Through this equation emerges the concept of discretionary effort. Discretionary 
effort, as developed by David Yankelovich and John Immerwahr in 1983, signified the 
amount of effort necessary to perform at an acceptable level. They argued that workers 
today have more discretionary effort than workers before them. Extra effort would than
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become a function of the rewards for performance above the minimum standard. 
Discretionary effort, therefore, may take on a positive or negative tone in the workplace. 
“People always act in their own best interest, given the facts as they know them”
(Perlson, 1982). Employees working in an organization in which unfairness prevails are 
more likely to engage in negative discretionary effort. Conversely, employees’ working 
in an organization in which fairness is valued and communicated are more likely to 
engage in positive discretionary effort (Goll 1989).
Advancements in Motivation Theory 
The foimdations of motivation theory support a scientifically accepted definition 
of need. The Dictionary of Behavioral Science (Wolman 1973) defined need as “the 
condition of lacking, wanting, or requiring something which if present would benefit the 
organism by facilitating behavior or satisfying a tension” (pg. 250). With this 
understanding management has been given the basis for responding to the needs of their 
employees. Accordingly, by identifying each employee’s unsatisfied need and recognize 
when this need has been satisfied, managers may be able to influence the employee’s 
motivation (Mill 1985).
This task may be increasingly difficult for managers, as employees’ needs become 
more ambiguous through the fulfillment of lower basic needs. The needs associated with 
the higher levels o f Maslow’s hierarchy differ for each individual. These needs are also 
considered limitless than the preceding needs resulting in a potentially never-ending 
presence of motivation (Riley 1995). In addition, Goll (1989) illustrated the distinction
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between a need and a want. A need is a drive for action, where as a want is an 
environmentally conditioned drive for action.
Effort-Net Return Model 
P. C. Grant (1990) examined an individual’s motive to fulfill a need as a product 
of the perceived values of the expected rewards and costs and the effort expended in 
fulfilling the need. Grant identified this function as the Effort-Net Return Model. 
Consistent with the definition of motivation. Grant argued that an individual would
Figure 1
The Effort-Net Return Model (Grant, 1990)
Perceived
Values of
Expected
Expected Costs
Expected Rewards
Maximum Expected
Effort Expended (Motivation)
expend effort in order to maximize perceived satisfaction. In doing so, an individual 
evaluates the perceived rewards and costs associated with expending a certain amount of 
effort. As Figure 1 indicates, perceived rewards generally increase at a declining rate as
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more effort is expended. Perceived costs, on the other hand, generally increase at an 
increasing rate as more effort is expended. Rewards, in this sense, include wages, 
promotion, recognition, power, competency development, and personal growth. Costs 
encompass fatigue, boredom, stress, fear, others’ jealousy toward you, early burnout, 
frustration, stimulation of “opposing competitive forces, and interference with someone 
else’s accomplishments.
Given this model. Grant suggested that managers attempt to “bend upward” the 
expected reward curve and “bend downward” the expected cost curve. This may be 
achieved by offering rewards that are more responsive to the needs o f the individual and 
by increasing the quality of the work environment. Conclusively, Grant’s model implied 
that managers should focus on the organization’s reward systems as well as also paying 
close attention to the cost systems associated with performance.
F. Samuels’ Five Factors 
Samuels argued that however ambiguous or seemingly unimportant an 
employee’s need might appear, management should understand that needs are essential to 
the well being of individuals. In addition, the priority of a need is based on the 
perception of the individual.
Perception is dependent upon the experiences which the individual has had; upon 
his or her desires, needs; upon the physical state of his or her sense organs; upon 
the spatial position of individual vis-à-vis various objects; ultimately upon the 
way that particular individual’s brain combines thoughts and memories and drives
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along with the sensory impression of the object or situation (Samuels, 1984, p. 
25).
Management may feel that an employee has misperceived a need. However, 
management should not discount this misperceived need but rather, create an 
environment that reduces these misperceptions (Samuels, 1984).
Samuels proposed five factors that directly determine the influence a particular 
need has on an individual’s behavior. The factors are additive in the determination of the 
whether a unfulfilled need will be satisfied. These factors include urgency, survival 
valence, appeal, risk, and availability. Urgency refers to how pressing the fulfillment of 
the need is to the individual. Survival valence measures the importance of the need as it 
relates to the survival of the individual. Appeal is measured on a pleasure-pain 
continuum and has the impact to influence the degree of urgency. The pleasure-pain 
continuum is diagnosed based on the degree of pleasure or pain associated with the need. 
While survival valence is typically assessed over a long period of time, appeal is assessed 
over a short period of time. The risk factor referred to the individual’s perception of the 
chance of injury, damage, or loss. Availability consisted of the probability that the need 
will be satisfied.
The availability factor, suggested by Samuels (1984), has implications on the 
work environment. The factor indicated that in order for a need to be satisfied there must 
not only be motive power but also an availability of means. An individual that sustains a 
high motive power but is unable to satisfy her/his need, due to constraints on his/her 
cognitive capacities, will become fhistrated. While need satisfaction represents harmony.
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dissatisfaction results in tension. According to Samuels, tension is a state of 
disequilibrium between an organism and its environment. Tension becomes the 
representation of need. While an individual may have a high motive power and the 
means are available, s/he may not perceive these means as available and become 
frustrated. Accordingly, through the perception of the employee, management has 
created barriers to the fulfillment of her/his needs. Samuels’ availability factor, therefore, 
is similar to Alderfer’s frustration-regression.
A. Alessandra’s Behavioral Flexibilitv 
In 1988, A. Alessandra proposed a strategy, entitled behavioral flexibility, for 
reducing an individual’s frustration. Behavioral flexibility refers to treating an individual 
in a manner in which they want to be treated, at the individuals pace, and consistent with 
the individual’s priorities. Behavioral flexibility demands that managers understand their 
employees (Alessandra, 1988). Behavior flexibility is most successful when managers 
not only understand their employees’ wants and needs, but understand them 
empathetically. Consistent with the works of Goll (1989), this may result in the 
manager’s behavior appearing to be inconsistent to the members of the organization as 
s/he is responding to each employee’s wants and needs. Thus, the manager should ensure 
that her/his perceived inconsistent behavior protects and enhances her/his values, the 
employee’s values, and the values of the organization. The result is a manager whose 
behavior may be characterized as “inconsistently consistent” (Goll, 1996, p. 52).
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Intrinsic and Extrinsic Motivation Orientation 
Motivation has been classified as being either intrinsically or extrinsically 
oriented. This classification has been developed to further explain what drives individual 
behavior. Edward Deci (1985) stated that people act on the internal and external 
environment in order to satisfy needs. The individual’s perception of these environments 
will be influenced by her/his evolving values.
Deci (1985, p. 8) stated, “the life force or energy for the activity and for the 
development of the internal structure is what we refer to as intrinsic motivation.” The 
basis for intrinsic motivation is what Deci (1985) called interest-excitement. The 
behavior is a result of a level of interest in the activity. Such behavior supports the 
individual’s internal locus of control. This internal locus of causality enhances the 
individual’s sense of self-determination and competence. Deci (1995) argued that the 
activity, being intrinsically motivating, becomes a reward in itself. In sensing satisfaction 
from intrinsically motivating activities, individuals will look for optimal challenges that 
maintain the same interest-excitement.
Conversely, Deci (1985, p. 35) defined extrinsic motivation as “behavior where 
the reason for doing it is something other than an interest in the activity itself.” In other 
words, extrinsic motivation represents those behaviors that an individual is pressured to 
do rather than wants to do. According to Deci (1985), while extrinsic motivation may 
create short-term satisfaction, in the long term, extrinsic motivation has the potential of 
decreasing creativity and commitment. In this sense, Deci’s thinking parallels that of 
content theorists, Maslow, Herzberg, and Alderfer.
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Locus of Control
Julian B. Rotter (1954) defined locus of control as the actual or perceived origin 
of control of an individual’s fate. Rotter distinguished between an internal locus of 
control and an external locus of control. An internal locus o f control implies that the 
individual is or perceives s/he is in control and/or influences her/his own fate.
Conversely, an external locus of control implies that the individual is or perceives s/he is 
controlled by an outside force.
Several theorists explored the impact a mediating variable has on an individual’s 
motivation orientation. These mediating variables may come from within the individual 
as well as from the environment in which the individual is functioning. R. deCharms 
( 1968) wrote about the perception of personal causation as the distinction between 
intrinsic and extrinsic motivation. This personal causation was measured through a 
person’s perception of the locus of causality for his/her behavior. If an individual 
perceived an external locus of causality, s/he would be extrinsically motivated.
Conversely, an individual that perceived her/his behavior to be due to an internal locus of 
causality would be considered intrinsically motivated. With this understanding, 
deCharms argued that an individual’s perception of a reward would either enhance or 
decrease his/her motivation.
Defining Motivation Orientation
B. J. Calder and B. M. Staw (1975) examined deCharms findings in greater 
detail. Calder and Staw studied the effects a reward had on tasks that were classified as 
either intrinsically interesting or not intrinsically interesting. Their findings indicated that
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individuals that received extrinsic rewards for tasks of high intrinsic interest perceived 
that the task was to obtain the reward. The intrinsic motivation of these individuals 
decreased. Calder and Staw further discovered that individuals that engaged in low 
intrinsic interest were more extrinsically motivated when given extrinsic rewards for 
performing the task. They concluded that the intrinsic motivation to perform a task that 
does not sustain high intrinsic interest may be increased through the presence of rewards.
Cognitive Evaluation Theorv 
Deci had earlier introduced the cognitive evaluation theory (Deci, 1975). He 
stressed the importance of perception in the impact of extrinsic rewards on motivation.
An extrinsic reward may be perceived by an individual as providing either controlling or 
competency information. If a reward is perceived as controlling the individual’s 
behavior, intrinsic motivation may decrease thereby identifying the individual as an 
“external”. Conversely, a reward that is perceived to be a reflection of the individual’s 
competence may increase an individual’s intrinsic motivation thereby identifying the 
individual as an “internal”. Subsequently, an individual that perceives that their rewards 
are a result of their behavior and abilities, is said to maintain an internal locus of control. 
Individuals who perceived their rewards to be in the hands of others are said to sustain an 
external locus of control (Rotter, 1966).
Impact of Extrinsic Rewards on Intrinsic Motivation 
According to Deci, individuals are inherently intrinsically motivated. In being 
such, individuals have a desire to be active and are inclined toward development.
However, individuals do have the potential for being passive and stagnant in development
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as a result of being controlled. “The key to intrinsic motivation is the desire to be the 
‘origin’ of one’s own action rather than a ‘pawn’ manipulated by external forces” (Deci, 
1995, p. 27). Deci (1995) signified extrinsic rewards as an “external force.” Such 
extrinsic rewards may be detrimental, as they may be a means of controlling the 
individual and have the potential to shift the individual’s locus of control externally 
(Deci, 1985). His research showed that people lost touch with their inner selves and lose 
interest in an activity when rewarded monetarily. He explained that the undermining of 
intrinsic motivation through monetary rewards has been socialized in society through the 
value placed on the dollar (Deci, 1995).
While much of Deci’s work defined extrinsic rewards as detrimental to an 
individual’s inherent intrinsic motivation, he did propose that some rewards are 
beneficial. While rewards can decrease motivation on interesting tasks, rewards can 
increase motivation on dull tasks (Deci, 1985). A. Kohn (1993) argued that rewards have 
the potential to increase an employee’s sense of commitment when the reward provides 
meaningfulness to the employee’s work.
The important point is that rewards, like feedback, when used to convey 
to people a sense of appreciation for work well done, will tend to be 
experienced informationally and will maintain or enhance intrinsic 
motivation, but when they are used to motivate people, they will surely 
be experienced controllingly and will undermine intrinsic motivation 
(Deci, 1985, p. 300).
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Deci ( 1995) also argued that in order for rewards to be effective, they must be equitable 
to other rewards and commensurate with contribution.
Impact of the Environment on Intrinsic Motivation 
Deci (1985) stated that the environment may impact an individual’s interests 
resulting in a shift in the individual’s perception of what is intrinsically motivating. He 
continued that an individual's interaction with the environment has the potential of 
producing three types of adjustments. First, an individual may integrate into a situation 
by understanding the situation and performing the desired activity while maintaining 
his/her authentic actions and interactions. Second, when a rule or policy is forced upon 
someone, the individual may choose to rebel or perform the activity halfheartedly. This 
behavior is entitled introjection. Third, the environment may socialize an individual. In 
doing so, the individual adopts the values of the individuals and groups that s/he belongs 
to. Socialization is a result of internalization (Deci, 1995).
The environment may cause people to internalize “behaviors that are not 
themselves intrinsically motivating but are valued by the social environment.” This 
internalization is able to transform external prompts into internal prompts. According to 
Deci, individuals will engage in internalization in order to maintain a perceived internal 
locus of control (1995). Similarly, individuals will most likely internalize those values 
that satisfy a psychological need (autonomy, competence, and relatedness).
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Applications of Motivation Orientation Theories
B. M. Earn (1982) examined the impact that the notion of locus of control has on 
motivation. His research supported Deci’s cognitive evaluation theory in that an 
individual’s perception of a reward influences his/her motivation. Eam’s study found 
that increasing the level of pay increased the intrinsic motivation of internals whereas it 
decreased the intrinsic motivation of externals. Eam’s study further found that placing an 
emphasis on the controlling aspect of pay resulted in a decrease of intrinsic motivation for 
both internals and externals. This finding provided evidence that performance-contingent 
criterion for rewards negatively influenced individuals intrinsic motivation.
S. M. Freedman and J. S. Phillips (1985) explored the influence that performance 
constraints have on an individual’s intrinsic motivation and subsequently, his/her level of 
satisfaction. These scholars hypothesized that constraints would reduce the employees’ 
sense of control over performance-related outcomes. In reducing the individual’s sense 
of control, performance constraints could possibly shift the individual’s locus of control 
externally, thus undermining the individual’s intrinsic motivation. Freedman and Phillips 
discovered that the individual’s perception of her/his own competence influenced her/his 
level of satisfaction and motivation in the face of performance constraints. In addition, 
high constraints had less effect on subjects with an internal locus of control than those 
subjects that sustained an external locus of control (Freedman and Phillips, 1985).
What Employees Want From Their Work 
Researchers have argued that the problem with responding to the needs of 
employees lies within management’s misperception of what employees want. In 1986,
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Kenneth A. Kovach (1987) conducted studies that measured the consistency between 
what employees want from their job and what supervisors perceived employees to want 
from their job. The results of Kovach’s study suggested that management misperceived 
what it’s employees wanted from their work. According to Kovach, management’s 
misperception of what employees want and need greatly affected the success of the 
organization’s incentive system and the overall organizational environment.
Subsequently, if the reward is not of value to the employee, or is of less value than what 
is really valued by the person, than employee performance will be less than expected.
This cause-and-effect relationship was taken into consideration and tested by 
Kovach. Over a fifty-year span in which Kovach conducted his survey, supervisors’ 
perceptions of what employees identified they want from their work did not change 
indicating that management’s perception is possibly based on “self-reference.” In other 
words, managers’ perceptions of what employees want and need are derived from what 
they, as managers, personally want. This “self-reference” contributes to the 
inconsistencies seen in Kovach’s survey (Kovach, 1987).
Kovach’s survey indicated that employees are more motivated by intrinsic factors 
rather than extrinsic rewards. Many researchers refer to these intrinsic factors as the 
“psychological paycheck.” The “psychological paycheck [is the] emotional or 
nonmonetary reward you [the employee] get from a job” (Weldon, 1997). Consistent 
with this understanding is the concept that the absence of extrinsic rewards leads to 
dissatisfaction but the presence of extrinsic rewards does not lead to motivation.
According to Kovach (1987), this impact occurs because many employees expect
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extrinsic rewards; they expect to be monetarily compensated for their performance. 
Intrinsic factors are those internal factors that fulfill the employee’s need for 
psychological growth (Kovach, 1987).
Kovach concluded that what is needed is a reward system that is consistent with, 
and responsive to, the needs of the employees. A “reward” can only be considered a 
reward if it responds to a need. Kovach’s survey served as a fiiamework for managers to 
understand what is important to employees and establish a reward system based on these 
wants and needs (Kovach, 1987).
What Emplovees Want in the Hosnitalitv Industrv 
In regards to motivating employees in the hospitality industry, S. E. Page (1995) 
sited that the increase in guest expectations has placed increased pressure on managers to 
create a highly motivating environment for employees. The majority o f hospitality jobs 
involve working with people. These employees are considered the internal guests of the 
organization due to their extensive contact with guests. Therefore, the success of a 
hospitality organization is partially dependent on the attitude of these front-line 
employees (Sheehan, 1990). According to W. J. Sheehan (1990), the employees’ 
attitudes are vital due to the presence of the guest during the production of the product. 
The employee’s performance is not only being measured by her/his supervisors but also 
by the guest. This contact “yields psychological as well as physical closeness between 
the service workers and customers” (Bowen & Schneider, 1995, p. 110).
D. E. Bowen and B. Schneider (1995) stressed that hospitality workers are in a 
position in which they perform for the guests no matter what the employees are truly
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feeling. Subsequently, an employee may sustain an unsatisfying feeling of not being 
one’s self when on the job. Bowen and Schneider suggested that hospitality managers 
should become aware of the needs of their employees and facilitate an atmosphere that is 
responsive to these needs.
In 1987, Gerald E. Goll administered the “What workers want from their work” 
survey in hospitality organizations. Table 2 presents the results of this survey. Consistent 
Table 2
What hosnitalitv workers want from their work (Adapted from Goll, 1989)
Employees Supervisors
1. Appreciation of work done 1. Good wages
2. Interesting work 2. Job security
3. Good wages 3. Good working conditions
4. Promotion and growth within the 
organization
4. Promotion and growth within the 
organization
5. Job security 5. Appreciation of work done
6. A feeling of being in on things 6. Interesting work
7. Good working conditions 7. Personal loyalty to employees
8. Personal loyalty to employees 8. Feeling of being in on things
9. Sympathetic help with personal 
problems
9. Tactful discipline
10. Tactful discipline 10. Sympathetic help with personal problems
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with Kovach’s studies, the results of Goll’s survey administration indicated that 
supervisors’ perceptions about the needs of their employees differed from what the 
employees actually wanted. Hospitality supervisors perceived that their employees 
wanted extrinsic rewards such as good wages, job security, and good working conditions. 
However, the survey results indicated that employees valued and subsequently gained 
more satisfaction from intrinsically motivating rewards more than extrinsic rewards 
(Goll, 1989).
“Appreciation of work done” was the most significant “want” for hospitality 
employees in Goll’s 1989 survey administration. Many employees were more motivated 
by being recognized for their contributions than by monetary compensation. As Goll 
(1989) has stressed, “it is not to say that pay is not important; it is. It is to say, however, 
that other factors may be just as important.” According to A. Nelson (1988), employees 
know when they are doing a good job, but they want others to acknowledge their 
performance. Many managers, aware of the impact of appreciation, will adopt a 
management by wandering around philosophy (Walton, 1986).
Another major fallacy about management is that it can be successful if 
you use the right techniques or gimmicks. For instance, take the fad of 
one-minute management—one minute of praise and one minute of 
criticism—as the way to get people to produce.. .  To suggest that such 
occasional blips across the screen of personnel relations will add up to 
a full-color picture of contentment and profitability is wishful thinking 
(Walton, 1986, p. 14).
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W. B. Walton Sr. (1986) further stated that appreciation is only effective when it is 
genuine, clear and specific, and acknowledged on a regular basis. In addition, 
appreciation should be tailored to each employee (Glanz, 1996). In other words, 
according to Goll (1996), appreciation is only effective if it is responding to the 
employee’s personality while remaining consistent with the values of the organization. 
“The wrong feedback can be worse than no feedback at all” (Goll, 1989, p. 91).
Hospitality employees listed “interesting work” as the second most significant 
factor when defining what they want from their work in Goll’s 1989 survey. In an 
industry in which many work functions may be described as “mundane,” supplying 
interesting work, through challenging tasks, can influence the motivational environment 
of the organization. By tailoring employees’ jobs to fit their needs while keeping in mind 
the organization’s values and goals, management has the potential to produce more 
interesting and challenging work (Goll, 1996). Lawler’s (1976) explanation this 
dissonance between employees’ wants and the characteristics of their jobs is indicated in 
Figure 2. The area between points A, B, and C represents the typical amount of 
challenging characteristics within a job that meet the employees needs for challenging 
work.
According to Lawler, this dissonance exhibited employees’ desires to have 
challenging work compared to the number of jobs that maintain challenging work.
Lawler argued that management should respond to this phenomenon by expressing to 
employees
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Figure 2
A possible pattern of challenge in work (Adapted from Lawler, 1976)
Characteristic
s of jobs
#
People’s
wants
clow ^ highChallenge
the significance of their Job. In doing so, management defines the Job as worthwhile and 
vital to the success of the organization. This is consistent with Goll’s ideation in 
managing by values of the need to explain whv to employees (Goll, 1989).
What Remote Resort Emplovees Want From Their Work 
There is a paucity of published research of the needs of remote resort employees. 
One remote resort study, in 1992, did assist in defining what remote resort employees 
want from their work (Charles and Marshall, 1992). The study, of Caribbean hotel 
workers, used the same ten factor instrument of Kovach and Goll. Workers ranked good 
wages and good working conditions as the most important factors of work. While the 
study was administered in a remote resort destination, the issue has been raised as to the
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influence the Caribbean's underdeveloped economy has on the responses (Enz and 
Simons, 1995).
Impact of Outside Activities on Employee Motivation 
It has been argued that human beings want to maintain meaningfulness in life and 
in what they do. Employees look toward outside activities if their employer does not 
offer an environment in which their needs are fulfilled. The organization may perceive 
these outside activities to be a distraction (Grant, 1990). These outside activities are 
consistent with Goffman’s content of primary and secondary adjustments as previously 
discussed.
Grant’s definition of costs also gave insight into why individuals expend more 
effort in off-the-job activities than with work activities. Grant stated that individuals 
strive to reach multiple goals. In doing so, an individual sustains a limited amount of 
energy. It must be decided how much effort expended with each activity produces the 
greatest level of satisfaction. Therefore, an employee’s motivation at work may be 
dependent on his/her off-the-job pursuits. Similarly, Deci (1985) stated that a sport can 
provide an avenue of intrinsic enjoyment that is unfulfilled in the workplace. Taking this 
into consideration. Grant (1990, p. 5) proposed “to motivate employees, management 
must examine the incentive structure of the off-the-job goal systems as well as the job 
incentive structure.”
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Summary
Chapter 2 has outlined the related literature of the study. In doing so, the 
foundations of motivation were discussed through the works of Marx, Taylor, and Mayo. 
Additionally, the chapter included discussion of content and process theories as it relates 
to the study. Several references were made to recent theorists in an explanation of the 
advancements of motivation. The chapter proceeded with an introduction to motivation 
orientation, to include locus of control, cognitive evaluation theory, and the effects of 
rewards and the environment on motivation orientation. The chapter concluded with a 
discussion of similar research performed in the hospitality industry and an overview of 
the impact outside activities can have on employee motivation at work.
In presenting this literature, some conclusions can be drawn. The organization, in 
not being fully responsive to the wants and needs of the employee, may face increased 
turnover, low productivity, and inadequate service. In getting to know and imderstand 
their employees, managers may be able to define the relationship between work and 
leisure for each employee (Riley, 1995). Through this understanding, remote resort 
managers may be able to respond to the needs of their employees more accurately thereby 
facilitating a motivational environment.
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METHODOLOGY
This chapter defines the research methodology used for this study. The 
explanation of the research methodology consists of five parts: (I) research objective, (2) 
sample selection, (3) survey design, (4) survey administration, and (5) analysis of data.
Research Objectives 
The primary purpose of this exploratory study was to evaluate management’s 
perceptions of what their employees want fi-om their work and assess the impact the 
environment has on what the employees identify they want fi"om their work. Depending 
on the results, the study provides a starting point for managers to improve their incentive 
programs to be more responsive to the needs o f their employees. The information may be 
utilized for the development and implementation of management strategies for motivating 
seasonal employees.
The administration of an instrument was done to accumulate the data needed to 
fulfill the research objective. Analysis of this data was executed in a fashion that 
facilitates an understanding of the correlation between motivation orientation and what 
workers want from their work. The results of this analysis are presented in Chapter 4.
39
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want from their work. The results of this analysis are presented in Chapter 4. 
Recommendations and conclusions derived from this analysis are presented in Chapter 5.
Sample Selection
J.C. Nunnally’s (1978) work provided the guidelines for the selection of a sample 
size. He suggested that the sample size should be five to ten times the number of items in 
the instrument depending on the number of the items. Given that the instrument, to be 
explained later, is 37 items, it has attempted to obtain a sample size between 185 and 370, 
thereby being consistent with Nunnally’s guideline.
The sample consisted of hotel properties in the Vail Valley, Colorado that are 
situated within 10 miles of a ski area. The property participation was dependent upon 
voluntary participation, specifically the manager of human resources. In order to limit 
the number of respondents to a manageable size, the study was limited to front line 
employees, specifically front desk agents, reservation agents, bellstaff, waitstaff, 
concierge/guest services, spa staff, and shuttle drivers.
A list of all hotel properties in the Vail Valley was developed from several 
sources. These sources included the Chamber of Commerce in Vail, Vail Valley Tourism 
and Convention Bureau, Vail Resorts Lodging Catalog, and several Internet sites listing 
area properties. Some sources listed the telephone numbers and addresses for the hotel 
properties. The remaining telephone numbers were acquired through directory assistance.
Initial contact was made by telephone with 80 hotel properties/management 
companies in the Vail Valley in order to establish their proximity to a ski area, the name 
of the manager of human resources, and the property’s mailing address. This initial
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contact resulted in the elimination of 16 properties. The properties eliminated did not 
have a property profile that was consistent with the delimitations established for this 
study. Additional properties were grouped together based on a commonality of 
management. Eighteen properties were grouped imder three management companies. A 
final list, including 46 hotel properties and 3 management companies (to include 18 
properties) to be contacted for participation in the study, resulted from this initial contact.
An introductory letter (Appendix A) was mailed to all hotel properties on the final 
list. Because of the study topic, the letter was addressed to the managers of human 
resources. The purpose of the introductory letter was to introduce the person conducting 
the study, inform the properties of the study, and forewarn them that they would be 
contacted by telephone regarding their interest in participating in the study.
Two weeks following the mailing of the introductory letter, each hotel property 
was contacted by telephone in order to establish a convenient time to discuss the study in 
detail. The conversation focused on establishing commitment from the property to 
engage in the study. The purpose of the study, the method of survey administration, and 
the benefits to the property were presented in order to enhance obtaining this 
commitment. Additional properties were eliminated from consideration as a result of 
these conversations due to the delimiting components o f the study. At the conclusion of 
these conversations, a master list of nineteen hotel properties and one management 
company (to include nine properties) was established. All properties subscribed to the 
delimitations of the study and were willing to participate in the research.
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Survey Design
The study required two distinct surveys, the Vail Valley Employee Survey and the 
Vail Valley Manager Survey, to be administered to the population. Manager/Supervisors 
were requested to complete the Vail Valley Manager Survey. The front line employees 
were directed to complete the Vail Valley Employee Survey. The two surveys were 
created to explore the research objectives established in the study. The design o f the 
surveys and the method of administration were approved by the Office of Sponsored 
Programs (see Appendix B).
Vail Valiev Emnlovee Survev 
The Vail Valley Employee Survey (see Appendix C) was designed to gather 
employee demographic and behavioral information, establish what employees want from 
their work, and to gain insight into the employees’ orientations to motivation. The survey 
was broken into three parts; demographics, Kovach’s (1980) ‘management’s perceptions 
of what employees want from their work’ survey instrument, and Amabile’s (1987) Work 
Preference Inventory survey instrument The format of the survey was developed to 
follow the suggestions of A. N. Oppenheim (1966). Oppenheim’s suggestion was to 
design the survey to attract the attention of the respondent, avoid intimidation, and to ease 
the respondent into more in-depth questions.
The survey established the employees’ motivation orientations and ranked what the 
employees wanted from their work. In doing so, the survey was designed to be analyzed 
in conjunction with the Vail Valley Manager Survey to support or reject the following 
research objectives:
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1. Distinguishing the relationship between managers' perceptions of what employees 
want from their work to what employees in actuality indicate they want from their 
work.
2. Identifying the impact demographic and behavioral information has on what 
employees indicate they want from their work.
3. Exploring the relationship between what employees indicate they want from their 
work to the organization’s present incentives.
4. Exploring the relationship between what managers perceive their employee want 
from their work to the organization’s present incentives.
5. Identifying the impact demographic and behavioral information has on an 
employee’s motivation orientation.
6. Distinguishing the relationship between what employees indicate they want from 
their work to their motivation orientation.
The manner in which each objective was measured is explained through an explanation of 
the purpose of each question.
Section I: Demographics
The first section, demographics, addressed personal information that assisted in 
the explanation o f certain correlations between motivation, individual’s intent, and the 
individual’s present work situation. While labeled “demographics,” this section also 
contained three behavioral questions. These behavioral questions were #2, #3, and #6. 
Questions #1, #4, and #5 were strictly demographic questions.
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Aware that the first couple of questions should capture the attention of the reader, 
it was felt that the demographic section was appropriate for this particular population. 
Most seasonal individuals within the Vail Valley are excited about their relocation to the 
area and are enthusiastic to speak about it. Therefore, it was assumed that questions that 
addressed this aspect of their lives would capture many individuals attention.
Question #1, in requesting how long the employee has lived in the Vail Valley, 
provided information on how many seasons the individual lived in the mountain 
community. Question #1 read as follows:
1. “How long have you lived in the Vail Valley?
1. 0 - 4  months
2. 5 - 9  months
3. 10 -1 4  months
4. over 14 months”
Since the survey was administered in January, 0 to 4 months indicated that it was the 
employees first ski season, 5 to 8 months indicated that the employee had lived through 
one summer season and one low season, 9 to 12 months indicated that the employee had 
been exposed to a full and/or partial ski season prior to 1997-98, and over 1 year 
indicated that 1997-98 was the individual’s second ski sezison. The scale was designed to 
gain insight into the respondents’ experiences living in the mountain community.
Question #2 addressed the frequency that the employee snowboards/skis.
Question #2 read as follows:
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2. “How often do you snowboard/ski per month?
1. I do not snowboard/ski.
2. 0 - 7  days per month
3. 8 - 1 6  days per month
4. over 16 days per month”
This behavioral question assisted in distinguishing the priority on-moimtain activities had 
to each employee. While 0 to 7 times per month indicated that the employee most likely 
only skied on his/her days off, over 16 times per month indicated that the employee 
aggressively fit skiing into his/her work schedule.
Question #3 was similar to question #2 in deciphering the individual’s orientation 
to work. Question #3 read as follows:
3. “What was your primary reason for moving to the Vail Valley?
1. to get involved in the ski/hotel industry
2. to snowboard/ski
3. 1 grew up here
4. Other, please specify____________________________ ”
It implied that those individuals, whose intent for relocating to the Vail Valley was for 
snowboarding and/or skiing, might have a different orientation to work than those who 
have relocated in search of a career in hospitality.
Question #4 requested the hourly wage for each employee. Question #4 read:
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4. “What is your hourly wage (including tips for waitstaff only)?
1. Below $7.50 per hour
2. $7.50 - $8.99 per hour
3. $9.00 - $10.49 per hour
4. Over $ 10.49 per hour”
The parenthetical statement, “including tips for waitstaff only,” was added, as the state of 
Colorado does not require waitpersons to receive minimum wage. Rather, the 
waitperson’s tips are added to the reported hourly wage. The statement also excluded all 
tipping associated with concierge, bellstaff, front desk clerks, reservation agents, spa 
staff, and shuttle drivers as these positions do not abide by the same laws.
Question #5 requested the position of the individual. Question #5 read as follows:
5. “What position do you hold?
1. front desk clerk
2. bellstaff
3. valet
4. waitstafïïbartender
5. concierge/guest services
6. reservations agent
7. shuttle driver
8. spa staff’
The seven positions listed were the only positions that were surveyed in this research.
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Question # 6 addressed the individual’s orientation to the Vail Valley. Question 
#6 read as follows;
6. “Do you intend to leave the Vail Valley at the end of the ski season?
1. yes
2. no
3. unsure”
The behavioral question intended to gain insight in the individual’s intent as he/she 
approached the end of the ski season. Does the employee desire to stay in the Valley 
through the low season or does he/she plan to leave the Valley? The individual’s intent 
may have an influence on what s/he wants from her/his work.
Section 2: What do vou want from vour work
The second part of the survey established what employees want from their work. 
The Department of Labor developed the survey instrument used in 1946. Since the 
development of the survey, several scholars, including Kovach in 1986, Goll in 1987, and 
Charles and Marshall in 1992 have used the instrument. The purpose of the instrument 
was to measure management’s perception of what employees want from their work. Each 
employee was directed to rank what he/she feels is important from her/his work from the 
list provided.
The instrument was adjusted to reflect the work environment in the Vail Valley.
In doing so, the instrument was increased from ten items to eleven items. The eleventh 
item to be included was “perks (i.e. ski passes, discounts). The inclusion of “perks” to 
the list of items to be ranked was the only adjustment made to the original ten items.
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“Perks” was added in order to incorporate the ski pass incentive programs that are 
prevalent throughout the Valley. This section, entitled “What do you want from your 
work?” reads as follows:
“Please rank the following eleven items by number (#1 to #11) according to what 
you feel is the importance of each item as it relates to your overall satisfaction 
(the items are listed in random order).
 A feeling of being in on things  Job security
 Good wages _____Personal loyalty to employees
 Full appreciation for work done  Perks (i.e. ski passes,
discounts)
 Tactful discipline _____Good working conditions
 Promotion and growth within _____Sympathetic help with
the organization personal problems
 Interesting work”
The Vail Valley Manager Survey requested managers and supervisors to rank 
what s/he perceived to be important to his/her employees. The results of the rankings 
were compared to assess if management had a perception of what employees want from 
their work consistent with employees. While Goll, in 1987, and Charles and Marshall, in 
1992, have applied the survey to the hospitality industry, there is no indication that the 
survey instrument has been administered specifically to ski resort employees.
Section 3: You and vour work
The third part of the survey used an adaptation of T. M. Amabile’s Work 
Preference Inventory (WPI) survey instrument, developed in 1980. WPI assessed an
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individual’s intrinsic and extrinsic motivation orientation. Amabile, Hill, Hennessey, and 
Tighe ( 1994) stated that the
Work Preference Inventory was designed as a direct, explicit assessment of 
individual differences in the degree to which adults perceive themselves to be 
intrinsically and extrinsically motivated toward what they do (Amabile, et.al, 
p. 952).
To avoid confusion on behalf of the respondents, the third section was entitled “You and 
Your Work.”
Several minor adjustments were made to the words used in the original 
instrument. Table 3 exhibits the statements that were adjusted for the purposes of this 
study. The 
Table #3
Word Adiustments made to Amabile’s Work Preference Inventorv
_______Amabile’s Original Wording______________ Adjusted Wording for Study
8. No matter what the outcome of a 8. No matter what the outcome o f a task, 1
project, I am satisfied if I feel I gained am satisfied if I feel I gained a new
a new experience. experience.
12.1 am less concerned with what work I 12.1 am less concerned with what kind of
do than what I get for it. work I do than what I get for it.
21. I prefer working on projects with 21.1 prefer working on tasks with clearly
clearly specified procedures._____________defined procedures._________________ _
original instrument was designed to be administered to business professionals. Because 
this study is being administered to front-line employees, it was thought that some of the
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words were inappropriate. The word “projects,” for example, was changed to “tasks.”
The other two adjustments were made to clarify Amabile’s original statements.
Each statement was listed in the first person. The employee was to choose one of four 
possible responses to each statement. The employee responded to each statement with 
“never or almost never true of me [the employee],” “usually not true of me,” “usually 
true of me,” or “always or almost always true of me.” The statements were randomly 
arranged in order to mix the intrinsic and extrinsic nature of each statement. Within these 
two orientations, Amabile established four secondary categories. These secondary 
categories defined in detail the individual’s orientation to work. Table 4 through Table 7 
list the statements in section 3 by primary and secondary category. The statements were 
Table 4
Section 3 Eniovment/Intrinsic Motivation Orientation Statements
7. I prefer to figure things out for myself.
8. No matter what the outcome of a task, I am satisfied iff  feel I gained a new 
experience.
17. I am comfortable when I can set my own goals
20. It is important for me to be able to do what I most enjoy.
23. I enjoy doing work that is so absorbing that I forget about everything else.
27. It is important for me to have an outlet for self-expression.
28. I want to find out how good I really can be at my work.
30. What matters most to me is enjoying what I do.
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Table 5 ~
Section 3 Challenge/Intrinsic Motivation Orientation Statements
3. The more difficult the problem, the more I enjoy trying to solve it.
5. I want my work to provide me with opportunities for increasing my knowledge and 
skills.
9. I enjoy relatively simple, straightforward tasks, (reversed)
11. Curiosity is the driving force behind much of what I do.
13. 1 enjoy tackling problems that are completely new to me.
14. I prefer work I know I can do well over work that stretches my abilities, (reversed)
26. I enjoy trying to solve complex problems.
Table #6
Section 3 Outward/Extrinsic Motivation Orientation Statements
1. I am not that concerned about what other people think o f my work, (reversed)
2. 1 prefer having someone set clear goals for me in my work.
6. To me, success means doing better than other people.
12. I am less concerned with what kind of work I do than what I get for it.
15. I am concerned about how other people are going to react to my ideas.
18. I believe that there is no point in doing a good job if nobody else knows about it.
21. I prefer working on tasks with clearly defined procedures.
24. I am strongly motivated by the recognition I can earn from other people.
25. I have to feel that I am earning something for what I do.
29. I want other people to find out how good I am at my work.
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Table 7
Section 3 Compensation/Extrinsic Motivation Orientation Statements
4. I am keenly aware of the income goals I have for myself.
10. I am keenly aware of the promotion goals I have for myself.
16. I seldom think about wages and promotion, (reversed)
19. I am strongly motivated by the money I can earn.
22. As long as I can do what I enjoy, I am not that concerned about exactly what I am 
paid, (reversed)
designed to capture the major elements of both intrinsic and extrinsic motivation. The 
elements for intrinsic motivation included (1) self-determination, (2) competence, (3) task 
involvement, (4) curiosity, and (5) interest. The elements for extrinsic motivation 
included (I) evaluation concerns, (2) recognition concerns, (3) competition concerns, (4) 
money and other tangible incentive concerns, and (5) dictation from others concerns. The 
phrase “my work” was incluoed in several questions in order to focus the respondents’ 
attention to their own behavior at work.
Vail Valiev Manager Survev 
The Vail Valley Manager Survey (see Appendix D) was designed to give insight 
into the motivational environment created by the organization. For the purposes of this 
research, the motivational environment was measured by management’s perceptions of 
what employees want from their work and what incentives were offered by management
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to motivate and increase employee satisfaction. As previously stated, the Vail Valley 
Manager Survey was intended to the following research objectives.
1. Distinguishing the relationship between managers’ perceptions of what employees 
want from their work to what employees in actuality indicate they want from their 
work.
2. Exploring the relationship between what employees indicate they want from their 
work to the organization’s present incentives.
3. Exploring the relationship between what managers perceive their employee want 
from their work to the organization’s present incentives.
Section 1 : Your Propertv
The first section asked how many employees were employed in each department 
at the time of the survey. The response to this question provided needed information in 
calculating the overall as well as the individual return rate for each property.
Section 2: Incentives
The second section requested a list of the incentive programs offered at the hotel 
properties. This open-ended question was designed to create a comprehensive list of 
incentives for each property. The open-ended format was used to as a more effective 
means of gathering information about each property. The managers/supervisors are asked 
to “please list the incentives offered at your property. Include all programs that are 
established to motivate employees and to increase their job satisfaction.” The resulting
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lists were compared to what employees identified they wanted from their work to what 
management offered them.
Section 3: What do vour employees want from their work
The final section mirrored Section 2 of the Vail Valley Employee Survey. This
section measured what management perceived employees wanted from their work. As
previously stated, the survey instrument used was developed the Department of Labor in
1946. Section 3 read as follows:
“Please rank the following eleven items by number (#1 to #11) according to how
you think the employees at your property would perceive the importance of each
item as it relates to their overall satisfaction (the items are listed in random order).
 Promotion and growth within _____Perks (i.e. ski passes,
the organization discoimts)
 A feeling of being in on things  Good wages
 Personal loyalty to employees _____Job security
 Full appreciation for work done  Interesting work
 Tactful discipline _____Good working conditions
 Sympathetic help with personal
problems”
Each manager/supervisor was directed to rank what he/she perceived important to his/her 
workers from the list provided. The results of the rankings acquired from the Vail Valley 
Employee Survey and the Manager Survey were compared to assess if management had 
an accurate perception of what employees want from their work.
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Survev Cover Letter 
Included with each survey was a cover letter (Appendix E and F). The letter 
explained the voluntary nature of the study and the confidentiality associated with 
completing the study. The letter explained the approximate time required to complete the 
survey and how to complete the survey stating.
Upon completion of the survey, place the survey in the envelope, seal it, 
and return it to the survey administrator (or supervisor).
Lastly, the cover letter included the name of the researcher and a telephone number at 
which the researcher could be contacted at if the respondent had any questions.
Consistent with the Office of Sponsored Programs protocol, the cover letter was printed 
on University of Nevada, Las Vegas, department of Hotel Management letterhead. This 
letterhead sustained the department address and telephone number.
One survey and one cover letter were placed in a labeled envelope designating 
whether the survey was for an employee or manager/supervisor. The survey packets were 
then placed in several large manila envelopes. Each manila envelope represented a 
participating hotel property.
Survey Administration 
The survey administration involved distributing the surveys to 
managers/supervisors and employees. While initial contact with the property manager of 
each hotel was made by mail, the administration of the survey was hand delivery to the 
properties. The personally delivered self-administered method was chosen due to the 
benefits associated with the method as noted by D. A. Dillman (1978). These benefits
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included a higher response rate in comparison to other methods, an increased speed of 
implementation, and a reduction in the cost-per-respondent.
Survev Delivery
Each property was appointed a survey administrator. This appointment was made 
by the individual with which telephone and mail contact had been made. The survey 
administrator varied in position from General Manager, to Human Resources Director, to 
Front Office Manager depending on the specific job responsibilities at each property.
Once delivered, the survey administrator was instructed on the procedures. In 
addition, each survey packet included directions for the administrator (see Appendix G). 
The administrator distributed one Vail Valley Employee Survey to each front desk clerk, 
reservation agent, bellperson, valet, waitperson, concierge, spa staff, shuttle drivers, and 
reservations agents. It was emphasized to the survey administrators that the surveyed 
waitpersons were only those who v/orked for a property-managed restaurant. It was 
anticipated that the Vail Valley Employee Survey would take approximately twenty 
minutes to complete. Upon completion of the survey, each employee was instructed 
(through the cover letter) to seal the completed survey in an attached envelope labeled 
“employee survey” and return the survey to her/his supervisor.
The administrator also distributed one Vail Valley Manager Survey to each 
manager/supervisor that directly or indirectly (to include General Manager, Human 
Resource Manager, and Assistant Manager) supervised the front office, reservations, 
bellstaff, valets, waitpersons, concierges, spa, and transportation. It was anticipated that 
the Vail Valley Manager Survey would take approximately ten minutes to complete.
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Upon completion of the survey, managers and supervisors were instructed to seal the 
survey in the attached envelope labeled “manager survey” and return the survey to the 
survey administrator. Each property was revisited seven days following the delivery of 
the materials to retrieve the completed surveys. Those properties that did not have the 
surveys completed seven days following the drop off date were instructed to mail the 
completed surveys within the next three weeks.
Follow Up Letter
Three weeks following the collection of the surveys a follow up letter (see 
Appendix H) was mailed to each of the participating hotel properties whose response 
rates were low. The contents of the letter varied slightly depending on the response rate 
of the property. The follow up letter identified the number of surveys completed by the 
property and the present response rate. The letter requested the survey administrator to 
forward additional completed surveys to the researcher in order to obtain substantive 
results. In case the survey administrator needed additional surveys, a copy of the Vail 
Valley Manager Survey and the Vail Valley Employee Survey was enclosed with the 
follow up letter.
Analysis of Data
Several methods of analysis of data were conducted with SPSS 7.5 for Windows 
and Microsoft Excel to assist in the analysis. The analysis of data consisted of 
calculating the response rate of completed surveys, analyzing the frequencies for all data, 
ranking what employees wanted from their work, reducing the motivation orientation
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statements through factor analysis, establishing the means for the motivation orientation 
factors, measuring significant differences through analysis of variance, and qualitatively 
analyzing the properties incentive programs.
Response Rate
The response rate was calculated by dividing the number of completed surveys by 
the number of possible respondents. The overall response rate for the Vail Valley 
Employee Survey and the Vail Valley Manager Survey was calculated. In addition, the 
response rate for completed employee surveys and completed manager surveys was 
calculated.
Frequencv Analvsis
Frequency analysis was conducted for all quantitative data gathered from the Vail 
Valley Employee Survey and the Vail Valley Manager Survey. The analysis contained 
the frequency and percentile of each response.
As a result of the distribution of certain responses, some categories were 
appended in the demographics section of the Vail Valley Employee Survey. First, a value 
was created for “mountains/surroundings” in question #3. This new variable was crated 
because of the number of respondents that indicated the mountains and/or surroundings 
under the “other” category as the reason they moved to the Vail Valley. Second, the lack 
of distinction and associated responsibilities between the positions of “bellstaff,” “valet,” 
and “shuttle drivers” resulted in a compilation of the responses into one category for 
question #5.
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Another adjustment was made to the data in order to provide representative 
results. In accordance with the analysis performed by Amabile in the Work Preference 
Inventory, five statements in section 3 of the Vail Valley Employee Survey were recoded. 
These statements included:
1. I am not that concerned about what other people think of my work.
9. I enjoy relatively simple, straightforward tasks.
14.1 prefer work I know I can do well over work that stretches my abilities.
16.1 seldom think about wages and promotion.
22. As long as I can do what I enjoy, I am not that concerned about exactly what I 
am paid.
In recoding these statements, “never or almost never true of me” became “always or 
almost always true of me,” and vice versa. In addition, “usually not true of me” became 
“usually true of me,” and vice versa.
Rankings of What Emnlovees Want From Their Work
Rankings were established for what employees wanted from their work and 
management’s perceptions of what employees wanted from their work. The data used for 
these rankings was gathered in Section 2 of the Vail Valley Employee Survey entitled 
“What do you want from your work?” and Section 3 of the Vail Valley Manager Survey 
entitled “What do your employees want from their work?.”
In analyzing the data, Kovach and Goll calculated a weighted average. While this 
method o f analysis produced the same rankings, the rankings are statistically limited by 
the ordinal nature of the data. Therefore, a more statistically sound method of analysis
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had to be used. The Kolmogorov-Smimov test is a non-parametric test that statistically 
ranks the items. This test established the mean for each item, ranked the item 
accordingly, and reported the significance of the ranking. According to Hubert M. 
Blalock, Jr (1979, p. 266), the test is advantageous to use “where there are large numbers 
of ties resulting from the grouping of data in ordered categories.” The test was used to 
compare the observed cumulative distribution function for a variable with a normal 
distribution. This comparison produced the Kolmogorov-Smimov Z, representing the 
results of a goodness-of-fit test. This test examined “whether the observations could 
reasonably have come from the specified distribution” (SPSS, Inc. 1996, p. 242). The 
test was conducted with SPSS 7.5 for Windows.
The same procedure was followed to rank managers’ perceptions of what 
employees wanted from their work. Once the rankings were established for each survey, 
a comparative table was created to qualitatively show the differences in rankings between 
employees and managers.
Primarv and Secondarv Factor Analvsis 
Consistent with the analysis procedures conducted by Amabile, Hennessey, Hill, 
and Tighe (1994), primary and secondary factor analysis were performed on Section 3 of 
the Vail Valley Employee Survey entitled “You and Your Work.” The analyses were 
conducted with SPSS 7.5 for Windows. The primary factor analysis aimed to establish 
the intrinsic and extrinsic orientation factors. The secondary factor analysis aimed to 
distinguish the orientation factors within the primary orientations. For the intrinsic 
orientation factor, challenge and enjoyment orientations were the two secondary factors.
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For the extrinsic orientation factor, outward and compensation orientations were the two 
secondary factors.
The results of the factor analyses proved to be inconclusive. The primary analysis 
resulted in nine factors, rather than the two reported by Amabile, Hennessey, Hill, and 
Tighe. These inconclusive results were attributed to the comparatively small sample size 
of this study. Therefore, the primary and secondary factors established by Amabile 
(Tables 4 to 7) were used for all analyses consisting of the motivation orientation data.
Intrinsic and Extrinsic Orientation Means 
In using the factors established by Amabile, mean scores for the primary and 
secondary factors were established. The calculations were conducted with SPSS 7.5 for 
Windows. This was done by summating the statements from each factor and dividing 
these sums by the number of statements in each factor that the respondent answered. In 
order to perform analysis of variance tests, the orientation means were categorized in 
ranges. A frequency analysis of the primary and secondary orientation factors was also 
conducted.
Emnlovee Survev Analvsis of Variance 
Analysis of Variance (ANOVA) was used to “compare the effects of one factor on 
a continuous dependent variable” (Cooper & Emory, 1995, p. 457). ANOVA tests the 
differences in means for the dependent variable across the groups within an independent 
variable (Cooper & Emory, 1995). In doing so, ANOVA establishes significant 
differences in mean scores across groups. SPSS 7.5 for Windows was used to conduct
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the ANOVA tests. ANOVA tests were conducted across all sections of the Vail Valley 
Employee Survey. First, the effects of section 1 of the survey, to include the 
demographic and behavioral responses, was compared to section 2 of the survey, to 
include the employees’ rankings of what they want from their work. Second, the effects 
of section 1 of the survey were compared to section 3 of the survey, to include the 
primary and secondary motivation orientation factors. Third, the effects of section 2 of 
the survey were compared to section 3 of the survey.
While the ANOVA established significant differences among the means for the 
groups, it fails to illustrate which individual means are distinct from one another. 
Therefore, Scheffe post-hoc tests were conducted on all significant findings in order to 
clarify the differences in means. The post-hoc test is a conservative method that tests the 
significance of each mean within the group against one another (Williams, 1992). The 
significance level used for this study was .05.
Qualitative Analvsis 
Section 2 of the Vail Valley Manager Survey, entitled “Incentives,” solicited 
incentive information from the participating hotel properties in order to gain insight into 
the incentive programs. The information gathered was analyzed qualitatively. In doing 
so, a table containing the properties incentive programs was constructed. The table listed 
the incentive programs offered at the hotel properties and distinguished how many 
properties maintained these programs. Observations were made based on the prominence 
of certain incentive programs.
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Reliability Analysis 
A reliability test was conducted on SPSS 7.5 for Windows in order to establish 
the reliability of Section 3 of the Vail Valley Employee Suryey. According to the SPSS 
User Guide (1996), “the concept of reliability refers to how accurate, on the ayerage, the 
estimate of the true score is in a population of objects to be measiu-ed.” The test produced 
a coefficient alpha. The closer the coefficient alpha was to one, the greater the internal 
reliability of the factor. While a sufficient alpha score will range depending on each 
situation, an alpha of .70 or higher is generally accepted (Nunnally, 1978). The alpha 
presents the internal consistency of the instrument. In other words, the alpha represents 
how closely associated the statements are to one another. The reliability test was 
performed for the primary and secondary factor statements. In addition, alpha was 
calculated for all primary and secondary factors if one statement in each was eliminated. 
This process of reliability “if item deleted” assisted in eliminating a statement that was 
not closely associated with the other factor statements.
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CHAPTER 4 
DATA RESULTS
The data was analyzed using several statistical measures. Chapter 4 exhibited the 
results of data collected. These results consisted of calculating the response rate of 
completed surveys, establishing the frequencies for all data, ranking what employees 
wanted from their work, attempting to reduce the motivation orientation statements 
through factor analysis, distinguishing the means for the motivation orientation factors, 
measuring significant differences through analysis of variance, and qualitatively reporting 
the properties incentive programs.
Response Rate
The rate of response was calculated for the total population as well as for 
employees and managers/supervisors distinctly. Of the 553 employees surveyed, 210 
responded, resulting in a 38% response rate. Of the 161 managers and supervisors 
surveyed, 64 completed the survey, resulting in a 40% response rate. Cumulatively, of 
the 714 potential respondents, 274 completed the survey, resulting in an overall response 
rate of 38%.
Of the 210 employee responses, 36 respondents did not complete section 2 of the
64
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Vail Valley Employee Survey correctly. For tests that take into consideration section 2 of 
the Vail Valley Employee Survey, these 36 cases were removed. Of the 64 manager 
responses, seven respondents did not complete section 3 of the Vail Valley Manager 
Survey correctly. For tests that take into consideration section 3 of the Vail Valley 
Manager Survey, these seven cases were removed.
Frequency Analysis for Vail Valley Employee Survey 
Frequency analysis was used as the starting point for analyzing the data.
Frequency analysis provided statistical information useful for describing many types of 
variables. The analysis was performed on all quantitative data gathered.
Section 1: Demographics 
A frequency analysis was performed on the six demographic and behavioral 
questions in Section 1 of the Vail Valley Employee Survey. The results of the frequency 
analysis for questions #1 through #6 can be seen in Tables 8 through 13.
Frequency analysis for question 1 of the Vail Valley Employee Survey, 
illustrated in Table 8, shows that 62.1 percent of the respondents had lived in the Vail 
Valley for over 14 months. 24.2 percent of the respondents had moved to the Vail Valley 
within 0 to 4 months of the survey administration.
Frequency analysis for question 2 of the Vail Valley Employee Survey is depicted 
in Table 9. Table 9 exhibited 32.4 percent of the respondents snowboarded and/or skied 
0 to 7 times per month, 23.6 percent snowboarded and/or skied 8 to 16 times per month.
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Table 8
Frequency Analysis of Question #1: “How Lone Have You Lived in the Vail Valiev?’
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 0 to 4 months 51 24.3 24.3 24.3
5 to 9 months 17 8.1 8.1 32.4
10 to 14 months 11 5.2 5.2 37.6
Over 14 months 131 62.4 62.4 100.00
Total 210 100.0 100.0
Missing System Missing 0 0
Total 0 0
Total 210 100.0
Table 9
Frequency Analysis of Question #2: “How Often do You Snowboard/Ski Per Month?’
Valid Cumulative
Frequency Percent Percent Percent
Valid I do not ski 30 14.3 14.3 14.3
0 to 7 times per month 68 32.4 32.4 46.7
8 to 16 times per month 50 23.6 23.6 70.5
Over 16 times per month 62 29.5 29.5 100.00
Total 210 100.0 100.0
Missing System Missing 0 0
Total 0 0
Total 210 100.0
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Table 10
Frequency Analysis of Question #3: “What was Your Reason for Moving to Vail?’
Valid Cumulativ
Frequency Percent Percent e Percent
Valid To get involved in the ski 39 18.6 18.7 18.7
industry
To ski 78 37.1 37.3 56.0
1 grew up here 6 2.9 2.9 58.9
Mountains/surroundings 15 7.1 7.2 66.0
Qther 71 33.8 34.0 100.0
Total 209 99.5 100.0
Missing 999 (system missing) 1 .5
Total I .5
Total 210 100.0
Table 11
Frequency Analysis of Question #4: “What is Your Hourly Wage?’
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Below $7.50 per hour 20 9.5 9.7 9.7
$7.50 - $8.99 per hour 45 21.4 21.7 31.4
$9.00 - $10.49 per hour 67 31.9 32.4 63.8
Qver $10.49 per hour 75 35.7 36.2 100.0
Total 207 98.6 100.0
Missing 999 (system missing) 3 1.4
Total 3 1.4
Total 210 100.0
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Table 12
Frequency Analysis of Question #5: “What Position do You Hold?’
Valid Cumulativ
Frequency Percent Percent e Percent
Valid Front desk 71 33.8 37.2 37.2
BellstafFV alet/Shuttle 19 9.0 9.9 47.1
Drivers
Waitstafïïbartender 54 25.7 28.3 75.4
Concierge/guest services 21 10.0 11.0 86.4
Reservations agent 12 5.7 6.3 92.7
Spa staff 14 6.7 7.3 100.0
Total 191 91.0 100.0
Missing 999 (system missing) 19 9.0
Total 19 9.0
Total 210 100.0
Table 13
Frequency Analysis of Question #6: “Do You Intend to Leave the Vail Valiev at the End 
of the Ski Season?”
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Yes 40 19.0 19.2 19.2
No 133 63.3 63.9 83.2
Unsure 35 16.7 16.8 100.0
Total 208 99.0 100.0
Missing 999 (system missing) 2 1.0
Total 2 1.0
Total 210 100.0
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and 29.5 percent snowboarded and/or skied over 16 times per month. 14.3 percent of the 
respondents indicated that they did not ski.
Table 10 illustrated the frequency analysis results for question 3 of the Vail 
Valley Employee Stu-vey. Of the 209 employees that responded to question 3, 37.3 
percent sited skiing as the primary reason they moved to the Vail Valley. 34 percent 
indicated “other” for the reason they moved to the Vail Valley.
The results of the frequency analysis on question 4 of the Vail Valley Employee 
Survey were exhibited in Table 11. Of those that responded to question 4,68.6 percent 
reported an hourly wage over $8.99. Conversely, 9.7 percent of those that responded to 
the question made below $7.50 per hour.
Frequency analysis for question 5 of the Vail Valley Employee Survey. Table 12 
depicted the results of this analysis. The results indicated that 37.2 percent of the 
employees that responded to question 5 were front desk agents. 28.3 percent of the 
employees that responded to question 5 designated “waitstaff/bartender” as their position. 
9.9 percent of the respondents indicated their position was either “bellstaff,” “valet,” or 
“shuttle driver.”
Table 13 illustrated that of the employees that responded to Question 6,63.9 
percent did not intend on leaving the Vail Valley at the end of the ski season. 16.8 
percent of those that responded to question 6 indicated that they were “unsure” if they 
were intending on leaving, and 19.2 percent indicated that they were intending on leaving 
the Vail Valley at the end of the ski season.
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Section 2: What Employees Want From Their Work 
Frequency analysis was performed on each item in section 2 of the Vail Valley 
Employee Survey. Like employee demographics, the analysis contained the frequency 
and percent of each possible response. Table 14 through Table 24 present the eleven 
items in the order they appeared in the survey instrument.
Table 14
Frequency Analysis of “A Feeling of Being In On Things”
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1 5 2.4 2.9 2.9
2 6 2.9 3.4 6.3
3 9 4.3 5.2 11.5
4 11 5.2 6.3 17.8
5 15 7.1 8.6 26.4
6 25 11.9 14.4 40.8
7 17 8.1 9.8 50.6
8 19 9.0 10.9 61.5
9 29 13.8 16.7 78.2
10 25 11.9 14.4 92.5
11 13 6.2 7.5 100.0
Total 174 82.9 100.0
Missing 999 (system missing) 36 17.1
Total 36 17.1
Total 210 100.0
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Table 15
Frequency Analysis of “Good Wages”
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid 1 58 27.6 33.3 33.3
2 40 19.0 23.0 56.3
3 29 13.8 16.7 73.0
4 18 8.6 10.3 83.3
5 11 5.2 6.3 89.7
6 8 3.8 4.6 94.3
7 6 2.9 3.4 97.7
8 0 0 0 97.7
9 2 1.0 1.1 98.9
10 1 .5 .6 99.4
11 1 .5 .6 100.0
Total 174 82.9 100.0
Missing 999 (system 
missing) 
Total
36
36
17.1
17.1
Total 210 100.0
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Table 16
Frequency Analysis of “Full Appreciation For Work Done’
Valid Cumulativ
Frequency Percent Percent e Percent
Valid 1 17 8.1 9.8 9.8
2 26 12.4 14.9 24.7
3 19 9.0 10.9 35.6
4 25 11.9 14.4 50.0
5 25 11.9 14.4 64.4
6 29 13.8 16.7 81.0
7 12 5.7 6.9 87.9
8 11 5.2 6.3 94.3
9 7 3.3 4.0 98.3
10 1 .5 .6 98.9
11 2 1.0 1.1 100.0
Total 174 82.9 100.0
Missing 999 (system 36 17.1
missing)
Total 36 17.1
Total 210 100.0
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Table 17
Frequency Analysis of “Tactful Discinline”
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid 1 0 0.0 0.0 0.0
2 2 1.0 1.1 1.1
3 7 3.3 4.0 5.2
4 4 1.9 2.3 7.5
5 10 4.8 5.7 13.2
6 8 3.8 4.6 17.8
7 14 6.7 8.0 25.9
8 29 13.8 16.7 42.5
9 32 15.2 18.4 60.9
10 43 20.5 24.7 85.6
11 25 11.9 14.4 100.0
Total 174 82.9 100.0
Missing 999 (system 
missing) 
Total
36
36
17.1
17.1
Total 210 100.0
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Table 18
Frequency Analysis of “Promotion and Growth Within the Organization”
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid 1 13 6.2 7.5 7.5
2 18 8.6 10.3 17.8
3 11 5.2 6.3 24.1
4 17 8.1 9.8 33.9
5 12 5.7 6.9 40.8
6 19 9.0 10.9 51.7
7 19 9.0 10.9 62.6
8 23 11.0 13.2 75.9
9 16 7.6 9.2 85.1
10 13 6.2 7.5 92.5
11 13 6.2 7.5 100.0
Total 174 82.9 100.0
Missing 999 (system 36 17.1
missing)
Total 36 17.1
Total 210 100.0
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Table 19
Frequency Analysis of “Interesting Work”
Valid Cumulative
Frequency Percent Percent Percent
Valid 1 26 12.4 14.9 14.9
2 15 7.1 8.6 23.6
3 18 8.6 10.3 33.9
4 21 10.0 12.1 46.0
5 24 11.4 13.8 59.8
6 10 4.8 5.7 65.5
7 25 11.9 14.4 79.9
8 16 7.6 9.2 89.1
9 7 3.3 4.0 93.1
10 5 2.4 2.9 96.0
11 7 3.3 4.0 100.0
Total 174 82.9 100.0
Missing 999 (system 36 17.1
missing)
Total 36 17.1
Total 210 100.0
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Table 20
Frequency Analysis of “Job Security”
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1 14 6.7 8.0 8.0
2 10 4.8 5.7 13.8
3 25 11.9 14.4 28.2
4 17 8.1 9.8 37.9
5 23 11.0 13.2 51.1
6 15 7.1 8.6 59.8
7 23 11.0 13.2 73.0
8 13 6.2 7.5 80.5
9 21 10.0 12.1 92.5
10 10 4.8 5.7 98.3
11 3 1.4 1.7 100.0
Total 174 82.9 100.0
Missing 999 (system 36 17.1
missing)
Total 36 17.1
Total 210 100.0
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Table 21
Frequency Analysis of “Personal Lovaltv to Employees’
Valid Cumulative
Frequency Percent Percent Percent
Valid 1 2 1.0 1.1 1.1
2 7 3.3 4.0 5.2
3 17 8.1 9.8 14.9
4 20 9.5 11.5 26.4
5 18 8.6 10.3 36.8
6 19 9.0 10.9 47.7
7 26 12.4 14.9 62.6
8 24 11.4 13.8 76.4
9 21 10.0 12.1 88.5
10 14 6.7 8.0 96.6
11 6 2.9 3.4 100.0
Total 174 82.9 100.0
Missing 999 (system 36 17.1
missing)
Total 36 17.1
Total 210 100.0
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Table 22
Frequency Analysis of “Perks (i.e. ski passes, discounts)”
Valid Cumulative
Frequency Percent Percent Percent
Valid 1 11 5.2 6.3 6.3
2 22 10.5 12.6 19.0
3 17 8.1 9.8 28.7
4 18 8.6 10.3 39.1
5 13 6.2 7.5 46.6
6 19 9.0 10.9 57.5
7 9 4.3 5.4 62.6
8 12 5.7 6.9 69.5
9 21 10.0 12.1 81.6
10 23 11.0 13.2 94.8
11 9 4.3 5.2 100.0
Total 174 82.9 100.0
Missing 999 (system 36 17.1
missing)
Total 36 17.1
Total 210 100.0
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Table 23
Frequency Analysis of “Good Working Conditions”
Valid Cumulative
Frequency Percent Percent Percent
Valid 1 28 13.3 16.1 16.1
2 27 12.9 15.5 31.6
3 21 10.0 12.1 43.7
4 22 10.5 12.6 56.3
5 22 10.5 12.6 69.0
6 18 8.6 10.3 79.3
7 14 6.7 8.0 87.4
8 14 6.7 8.0 95.4
9 4 1.9 2.3 97.7
10 3 1.4 1.7 99.4
11 1 .5 .6 100.0
Total 174 82.9 100.0
Missing 999 (system 36 17.1
missing)
Total 36 17.1
Total 210 100.0
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Table 24
Frequency Analysis of “Svrnnathetic Hein with Personal Problems”
Valid Cumulative
Frequency Percent Percent Percent
Valid 1 0 0.0 0.0 0.0
2 1 .5 .6 .6
3 2 1.0 1.1 1.7
4 2 1.0 1.1 2.9
5 2 1.0 1.1 4.0
6 8 3.8 4.6 8.6
7 6 2.9 3.4 12.1
8 11 5.2 6.3 18.4
9 14 6.7 8.0 26.4
10 33 15.7 19.0 45.4
11 95 45.2 54.6 100.0
Total 174 82.9 100.0
Missing 999 (system 36 17.1
missing)
Total 36 17.1
Total 210 100.0
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The results of the frequency analysis performed on “a feeling of being in on 
things” are depicted in Table 14. Of the employees that responded to section 2 correctly, 
16.7 percent ranked “a feeling of being in on things” as the ninth most important item of 
the eleven items. Conversely, 2.9 percent of the employees that responded to section 2 
correctly ranked “a feeling of being in on things” as the most important item of the eleven 
items.
Table 15 illustrates the result of the frequency analysis for the second item in 
section 2 of the Vail Valley Employee Survey, “good wages.” The results indicate that 
33.3 percent of those employees that responded to section 2 correctly identified “good 
wages” as the most important item of the eleven items listed. Conversely, 2.3 percent of 
the employees that responded to section 2 correctly ranked “good wages” as the ninth, 
tenth, or eleventh most important item of the eleven items listed.
Table 16 exhibited the frequency analysis performed on “full appreciation for 
work done.” The results indicated that 81.0 percent of the employees, that responded to 
section 2 correctly, ranked “full appreciation for work done” as one o f the top six most 
important items of the eleven items listed.
The fourth item in section 2 of the Vail Valley Employee Survey was “tactful 
discipline.” ITie results, as illustrated in Table 17, indicated that 74.2 percent of the 
employees, that responded to section 2 correctly, identified “tactful discipline” as the 
eighth, ninth, tenth, or eleventh most important item on the list of eleven items.
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Table 18 indicated the results of a frequency analysis on “promotion and growth 
within the organization.” The largest frequency was the eighth ranking which accounted 
for 13.2 percent of the employees that responded to section 2 correctly.
Table 19 represented the results of the frequency analysis for “interesting work.” 
The results indicated that 14.9 percent o f the employees, that responded to section 2 
correctly, identified “interesting work” as the most important item of the eleven items 
listed. Similarly, 14.4 percent of the employees sited “interesting work as the seventh 
most important item of the eleven items listed.
A frequency analysis was performed on “job security.” The results of this 
analysis, as seen in Table 20, indicated that 14.4 percent of the employees, that completed 
the section 2 correctly, ranked “job security” as the third most important item of the 
eleven items listed. Additionally, 13.2 percent of the respondents ranked “job security” 
as the fifth as well as the seventh most important item of the eleven items listed. 1.7 
percent of the employees that responded to section 2 correctly ranked “job security” 
eleventh of the eleven items listed.
A frequency analysis was performed on “personal loyalty to employees.” Table 
21 illustrated the results of this analysis. The largest percentile of responses, by 
employees who completed section 2 correctly, was found in the seventh ranking position 
with 14.9 percent. Two respondents ranked “personal loyalty to employees” as the most 
important item of the eleven items listed, accounting for 1.1 percent of all respondents.
“Perks” also imderwent a frequency analysis. Table 22 identified the results of 
this analysis. The results indicated that 13.2 percent of the employees, that completed
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section 2 correctly, ranked “perks” as the tenth most important item of the eleven items 
listed. Additionally, 6.3 percent of the respondents ranked “perks” as the most important 
item of the eleven items listed.
The results of the frequency analysis performed on “good working conditions” 
can be seen in Table 23. 69.0 percent of the employees, that responded to section 2 
correctly, ranked “good working conditions” as one of the top five most important items 
of the eleven items listed. Conversely, 4.6 percent of respondents identified “good 
working conditions” as the ninth, tenth, or eleventh most important item of the eleven 
items listed.
The final item listed in section 2 of the Vail Valley Employee Survey was 
“sympathetic help with personal problems.” The results of the frequency analysis for this 
item can be seen in Table 24. 54.6 percent of the employees, that responded to section 2 
correctly, ranked “sympathetic help with personal problems” as the eleventh most 
important item of the eleven items listed.
Section 3: You and Your Work
Section 3 of the Vail Valley Employee Survey contained thirty motivation 
orientation statements. For the purposes of this study the responses to these statements 
were reduced to two primary factors, intrinsic motivation orientation and extrinsic 
motivation orientation and four secondary factors, including enjoyment, challenge, 
outward, and compensation. However, frequency analysis was performed on each 
statement in order to identify the frequencies of each statement. Appendix I identified the 
results of this frequency analysis.
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Ranking of What Employees Want from Their Work 
The second step in the analysis of data was to rank what the employees identified 
they wanted from their work. As previously stated, a one-sample Kolmogorov-Smimov 
test was run on section 2 of the Vail Valley Employee Survey. The results of this test, 
seen in Table 25, are listed in ascending order in accordance to their means. Based on a 
significance level of .05, all eleven items maintained significant rankings.
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Table 25
Results of Kolmogorov-Smimov Test for Employee Rankings
N Mean
Std.
Deviation
Kolmogoro
v-Smimov
Z
Sig
Good wages 174 2.76 1.98 2.817 .000
Good working conditions 174 4.24 2.49 1.743 .005
Full appreciation for work done 174 4.55 2.35 1.427 .034
Interesting work 174 4.98 2.83 1.408 .038
Job security 174 5.57 2.73 1.424 .035
Perks (i.e. ski passes, discounts) 174 5.94 3.14 1.842 .002
Promotion and growth within the 
organization 174 6.08 3.02 1.464 .028
Personal loyalty to employees 174 6.44 2.48 1.488 .024
A feeling of being in on things 174 7.11 2.66 1.924 .001
Tactful discipline 174 8.40 2.21 2.389 .000
Sympathetic help with personal 
problems
174 9.80 1.88 3.752 .000
Frequency Analysis for Vail Valley Manager Survey 
Frequency analysis was conduced on section 3 of the Vail Valley Manager 
Survey. This analysis provided statistical information useful for describing many types 
of variables. The analysis was performed on all quantitative data from the Vail Valley 
Manager Survey.
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Section #3: What do Your Employees Want From Their Work 
The frequency analysis for section 3 provided frequencies and percentages for 
each of the eleven items ranked. The results of the analysis are presented in Tables 26 
through 36 in the order that the items were listed in the survey instrument.
Table 26
Frequency Analysis of Managers’ Percentions of “Promotion and Growth Within the
Organization”
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1 1.6 1.8 1.8 1.8
2 3 4.7 5.3 7.0
3 2 3.1 3.5 10.5
4 2 3.1 3.5 14.0
5 6 9.4 10.5 24.6
6 7 10.9 12.3 36.8
7 6 9.4 10.5 47.4
8 6 9.4 10.5 57.9
9 5 7.8 8.8 66.7
10 8 12.5 14.0 80.7
11 11 17.2 19.3 100.0
Total 57 89.1
Missing 999 (system 7 10.9
missing)
Total 7 10.9
Total 64 100.0
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Table 27
Frequency Analysis of Managers’ Perceptions of “A Feeling of Being In On Things”
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1 2 3.1 3.5 3.5
2 5 7.8 8.8 12.3
3 1 1.6 1.8 14.0
4 3 4.7 5.3 19.3
5 8 12.5 14.0 33.3
6 10 15.6 17.5 50.9
7 8 12.5 14.0 64.9
8 5 7.8 8.8 73.7
9 4 6.3 7.0 80.7
10 7 10.9 12.3 93.0
11 4 6.3 7.0 100.0
Total 57 89.1 100.0
Missing 999 (system 7 10.9
missing)
Total 7 10.9
Total 64 100.0
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Table 28
Frequency Analysis of Managers’ Perceptions of “Personal Loyalty to Employees'”
Frequency Percent
Valid
Percent
Cumulatiye
Percent
Valid 1 2 3.1 3.5 3.5
2 0 0.0 0.0 3.5
3 1 1.6 1.8 5.3
4 8 12.5 14.0 19.3
5 3 4.7 5.3 24.6
6 9 14.1 15.8 40.4
7 6 9.4 10.5 50.9
8 7 10.9 12.3 63.2
9 11 17.2 19.3 82.5
10 7 10.9 12.3 94.7
11 3 4.7 5.3 100.0
Total 174 82.9 100.0
Missing 999 (system 36 17.1
missing)
Total 36 17.1
Total 210 100.0
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Table 29
Frequency Analysis of Managers' Perceptions of “Full Appreciation For Work Done’
Frequency Percent
Valid
Percent
Cumulatiye
Percent
Valid I 6 9.4 10.5 10.5
2 3 4.7 5.3 15.8
3 9 14.1 15.8 31.6
4 8 12.5 14.0 45.6
5 15 23.4 26.3 71.9
6 6 9.4 10.5 82.5
7 3 4.7 5.3 87.7
8 4 6.3 7.0 94.7
9 2 3.1 3.5 98.2
10 1 1.6 1.8 100.0
11 0 0.0 0.0 100.0
Total 57 89.1 100.0
Missing 999 (system 7 10.9
missing)
Total 7 10.9
Total 64 100.0
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Table 30
Frequency Analysis of Managers’ Perceptions o f ‘Tactful Discipline’
Frequency Percent
Valid
Percent
Cumulatiye
Percent
Valid 1 0 0.0 0.0 0.0
2 0 0.0 0.0 0.0
3 1 1.6 1.8 1.8
4 2 3.1 3.5 5.3
5 2 3.1 3.5 8.8
6 4 6.3 7.0 15.8
7 13 20.3 22.8 38.6
8 3 4.7 5.4 43.9
9 10 15.6 17.5 61.4
10 14 21.9 24.6 86.0
11 8 12.5 14.0 100.0
Total 57 89.1 100.0
Missing 999 (system 7 89.1
missing)
Total 7 89.1
Total 64 100.0
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Table 31
Freauencv Analysis of Managers’ Perceotions of “Symnathetic Hein with Personal
Problems”
Frequency Percent
Valid
Percent
Cumulatiye
Percent
Valid 1 0 0.0 0.0 0.0
2 0 0.0 0.0 0.0
3 0 0.0 0.0 0.0
4 1 1.6 1.8 1.8
5 4 6.3 7.0 8.8
6 1 1.6 1.8 10.5
7 3 4.7 5.3 15.8
8 7 10.9 12.3 28.1
9 10 15.6 17.5 45.6
10 11 17.2 19.3 64.9
11 20 31.3 35.1 100.0
Total 57 89.1 100.0
Missing 999 (system 7 89.1
missing)
Total 7 89.1
Total 64 100.0
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Table 32
Frequency Analysis of Managers’ Perceptions of “Perks (i.e. ski passes, discounts)''
Valid Cumulatiye
Frequency Percent Percent Percent
Valid 1 6 9.4 10.5 10.5
2 26 40.6 45.6 56.1
3 8 12.5 14.0 70.2
4 7 10.9 12.3 82.5
5 2 3.1 3.5 86.0
6 3 4.7 5.3 91.2
7 2 3.1 3.5 94.7
8 2 3.1 3.5 98.2
9 1 1.6 1.8 100.0
10 0 0.0 0.0 100.0
11 0 0.0 0.0 100.0
Total 57 89.1 100.0
Missing 999 (system 7 89.1
missing)
Total 7 89.1
Total 64 100.0
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Table 33
Frequency Analysis of Managers’ Perceptions o f '‘Good Wages”
Frequency Percent
Valid
Percent
Cumulatiye
Percent
Valid 1 35 54.7 61.4 61.4
2 10 15.6 17.5 78.9
3 5 7.8 8.8 87.7
4 3 4.7 5.3 93.0
5 3 4.7 5.3 98.2
6 1 1.6 1.8 100.0
7 0 0.0 0.0 100.0
8 0 0.0 0.0 100.0
9 0 0.0 0.0 100.0
10 0 0.0 0.0 100.0
11 0 0.0 0.0 100.0
Total 57 89.1 100.0
Missing 999 (system 7 89.1
missing)
Total 7 89.1
Total 64 100.0
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Table 34
Frequency Analysis of Managers’ Perceptions of “Job Security’
Frequency Percent
Valid
Percent
Cumulatiye
Percent
Valid 1 2 3.1 3.5 3.5
2 3 4.7 5.3 8.8
3 3 4.7 5.3 14.0
4 4 6.3 7.0 21.1
5 4 6.3 7.0 28.1
6 4 6.3 7.0 35.1
7 5 7.8 8.8 43.9
8 10 15.6 17.5 61.4
9 8 12.5 14.0 75.4
10 4 6.3 7.0 82.5
11 10 15.6 17.5 100.0
Total 57 89.1 100.0
Missing 999 (system 7 89.1
missing)
Total 7 89.1
Total 64 100.0
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Table 35
Frequency Analysis of Managers’ Perceptions of “Interesting Work”
Frequency Percent
Valid
Percent
Cumulatiye
Percent
Valid 1 0 0.0 0.0 0.0
2 1 1.6 1.8 1.8
3 10 15.6 17.5 19.3
4 7 10.9 12.3 31.6
5 3 4.7 5.3 36.8
6 9 14.1 15.8 52.6
7 8 12.5 14.0 66.7
8 10 15.6 17.5 84.2
9 4 6.3 7.0 91.2
10 4 6.3 7.0 98.2
11 1 1.6 1.8 100.0
Total 57 89.1 100.0
Missing 999 (system 7 89.1
missing)
Total 7 89.1
Total 64 100.0
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Table 36
Frequency Analysis of Managers’ Perceptions of “Good Working Conditions’
Valid Cumulatiye
Frequency Percent Percent Percent
Valid 1 3 4.7 5.3 5.3
2 6 9.4 10.5 15.8
3 17 26.6 29.8 45.6
4 12 18.8 21.1 66.7
5 6 9.4 10.5 77.2
6 4 6.3 7.0 84.2
7 3 4.7 5.3 89.5
8 3 4.7 5.3 94.7
9 2 3.1 3.5 98.2
10 1 1.6 1.8 100.0
11 0 0.0 0.0 100.0
Total 57 89.1 100.0
Missing 999 (system 7 89.1
missing)
Total 7 89.1
Total 64 100.0
The first item in section 3 of the Vail Valley Manager Suryey to be analysis was 
‘promotion and growth within the organization.” Table 26 depicted the results of this
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frequency analysis. The results indicated that 19.3 percent of the managers, that 
completed section 3 correctly, ranked “promotion and growth within the organization” as 
the eleventh most important item of the eleven items listed.
“A feeling of being in on things” was the second item listed in section 3 of the 
Vail Valley Manager Survey. The results of the frequency analysis of “a feeling of being 
in on things” can be seen in Table 27. 17.5 percent of the managers, that responded to 
section 3 correctly, identified “a feeling of being in on things” as the sixth most important 
item of the eleven items listed.
The third item of section 3 of the Vail Valley Manager Survey analyzed was 
“personal loyalty to employees.” Table 28 depicted the results of this frequency analysis. 
The results indicated that 19.3 percent of the managers, that responded to section 3 
correctly, ranked “personal loyalty to employees” as the ninth most important item of the 
eleven items listed. Rankings first, second, and third accounted for 5.3 percent of the 
valid responses.
A frequency analysis was performed on the forth item listed in section 3 of the 
Vail Valley Manager Survey, “full appreciation for work done.” Table 29 exhibited the 
results of this analysis. Of the managers that responded to section 3 correctly, 26.3 
percent ranked “full appreciation for work done” as the fifth most important item of the 
eleven items listed.
The results of the frequency analysis conduction on “tactful discipline” are 
exhibited in Table 30. Of the managers that completed section 3 correctly, 0.0 percent 
ranked “tactful discipline” as the first or second most important item of the eleven items
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listed. The tenth ranking of “tactful discipline” accounted for 24.6 percent of the valid 
responses.
The results of the frequency analysis conducted on “Sympathetic help with 
personal problems” can be seen in Table 31. The eleventh rankmg accoimted for 35.1 
percent of valid responses. Of the managers that completed section 3 correctly, 0.0 
percent ranked “sympathetic help with personal problems” as the first, second, or third 
most important item of the eleven items listed.
A frequency analysis was performed on “perks.” Table 32 depicted the results of 
this analysis. Of the managers that responded to section 3 correctly, 45.6 percent 
identified “perks” as the second most important item of the eleven items listed. No 
respondents ranked “perks” as the tenth or eleventh most important item of the eleven 
items listed.
A frequency analysis was also performed on “good wages.” Table 33 illustrated 
the results of this analysis. 61.4 percent of the managers, that responded to section 3 
correctly, ranked “good wages” as the most important item of the eleven items listed. 
Rankings seventh through eleventh accounted for 0.0 percent of the valid responses.
The results of the frequency analysis performed on “Job security” are exhibited in 
Table 34. The results indicated that both the eighth ranking and the eleventh ranking 
each accounted for 17.5 percent of the valid responses. Conversely, 14.0 percent of the 
respondents ranked “job security” as the first, second, or third most important item of the 
eleven items listed.
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A frequency analysis was performed on “interesting work.” The analysis 
produced the results seen in Table 35. The results indicated that 17.5 percent of the 
managers, that responded to section 3 correctly, ranked “interesting work” as the third 
most important item of the eleven items listed. No respondents ranked “interesting work” 
as the most important item of the eleven items listed.
The final item in section 3 of the Vail Valley Manager Survey was “good working 
conditions.” A frequency analysis was performed on “good working conditions,” 
resulting in the frequencies and percentages exhibited in Table 36. Of the managers that 
responded to section 3 correctly, 29.8 percent ranked “good working conditions” as the 
third most important item of the eleven items listed. Conversely, no respondents ranked 
“good working conditions” as the eleventh most important item of the eleven items listed.
Rankings of What do Your Employees Want from Their Work
As previously stated, the same procedure was followed to establish the rankings 
for the managers’ perceptions of what employees want from tlieir work. A Kolmogorov- 
Smimov test was conducted to statistically rank the eleven items and establish the 
significance of these items. Table 37 exhibited the result of the Kolmogorov-Smimov 
test. Again, the items are listed in ascending order in accordance to their means.
Given a significance level of .05, four of the eleven items exhibited significant 
rankings. These four items included “good wages,” “perks,” “good working conditions,” 
and “sympathetic help with personal problems. One explanation for the low significance 
levels for the remaining seven items is that the sample size was not sufficient for 
producing a normal distribution.
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Table 37
Results of Kolmogorov-Smimov Test for Manager Rankings
N Mean
Std.
Deviation
Kolmogoro
v-Smimov
Z Sig
Good wages 57 1.81 1.29 2.632 .000
Perks (i.e. ski passes, discoimts) 57 3.11 1.93 2.096 .000
Good working conditions 57 4.23 2.10 1.584 .013
Full appreciation for work done 57 4.61 2.19 1.128 .157
Interesting work 57 6.18 2.35 1.049 .222
A feeling of being in on things 57 6.54 2.73 .703 .707
Personal loyalty to employees 57 7.12 2.47 1.092 .184
Job security 57 7.26 2.94 1.210 .107
Promotion and growth within the 
organization 57 7.53 2.84 1.071 .202
Tactful discipline 57 8.39 2.04 1.356 .051
Sympathetic help with personal 
problems
57 9.25 1.91 1.490 .024
Comparative Table of What Employees Want from Their Work 
A comparative table of the rankings of section 2 of the Vail Valley Employee 
Survey and section 3 of the Vail Valley Manager Survey was created. As previously 
stated the rankings resulted from the Kolmogorov-Smimov test. The comparative table is 
illustrated in Table 38.
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Table 38
Comparative Table of What Employee Want From Their Work
Employees Managers/Supervisors
1. Good wages 1. Good wages
2. Good working conditions 2. Perks (i.e. ski passes, discounts)
3. Full appreciation for work done 3. Good working conditions
4. Interesting work 4. Full appreciation for work done
5. Job security 5. Interesting work
6. Perks (i.e. ski passes, discounts) 6. A feeling of being in on things
7. Promotion and growth within the 
organization 7. Personal loyalty to employees
8. Personal loyalty to employees 8. Job security
9. A feeling of being in on things 9. Promotion and growth within the organization
10. Tactful discipline 10. Tactful discipline
11. Sympathetic help with personal 
problems
11. Sympathetic help with personal 
problems
The results indicated a difference in ranking of several of the eleven items. While 
employees ranked “good working conditions” as the second most important item, 
managers ranked it as the third most important item of the eleven items listed. Similarly, 
employees ranked “full appreciation for work done” third, where as managers ranked this 
item as the fourth most important. “Interesting work” followed the same pattern, with 
employees ranking it fourth and managers ranking it fifth. Where employees ranked “job
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security” fifth, managers ranked it eighth. In addition, employees ranked “perks” as the 
sixth most important of the eleven items. Managers ranked “perks” second amongst the 
eleven items. Employees ranked “promotion and growth within the organization” 
seventh, where as managers ranked this item ninth. Employees identified “personal 
loyalty to employees” as the eighth most important item of the eleven listed, where as 
managers ranked this item seventh. Additionally, employees ranked “a feeling of being 
in on things” ninth and managers ranked the same item as the sixth most important item 
of the eleven listed. Both employees and managers ranked “tactful discipline” and 
“sympathetic help with personal problems” as the tenth and eleventh most important 
items, respectively.
Primary and Secondary Factor Analysis 
A factor analysis was performed on the thirty motivation orientation statements in 
section 3 of the Vail Valley Employee Survey. In accordance with the data analysis 
procedures performed by Amabile, Hennessey, Hill, and Tighe (1994), two primary and 
four secondary factors were anticipated. The primary factor analysis with varimax 
rotation produced nine factors with eigenvalues over one. Forcing two primary factors 
resulted in the inability to significantly classify twenty of the thirty statements. 
Subsequently, a secondary analysis was unable to be run. Therefore, as stated in 
Chapter 3, the factors established by Amabile were used for the analyses involving the 
motivation orientation statements.
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Frequency Analysis for Motivation Orientation Factors 
Before an analysis was performed on the motivation orientation factors, the means 
for the factors had to be established. Once the means were calculated, a scale of equal 
ranges was established ranging from 1.000 to 4.000. These ranges assisted in the 
frequency analysis of the motivation orientation factors.
The means were calculated by totaling the respondent’s scores for each set of 
orientation statements and than dividing the total by the number of statements the 
respondent answered. In addition to calculating the means for intrinsic and extrinsic 
motivation orientation, means were calculated for the four secondary categories; 
enjoyment, challenge, outward, and compensation. Once the means were calculated, 
descriptive statistics were reported on each factor. Table 39 exhibits the mean scores and 
descriptive statistics for the primary and secondary motivation orientation factors.
Table 39
Mean Calculations for Motivation Orientation Primary and Secondary Factors
N
Standard
Valid Missing Mean Deviation
Extrinsic 210 0 2.6929 .3527
Intrinsic 210 0 3.1336 .3454
Compensation 210 0 2.9538 .5175
Outward 210 0 2.5610 .4094
Enjoyment 210 0 3.0127 .3621
Challenge 210 0 3.2270 .3799
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The results indicated that the intrinsic motivation factor produced a mean of 
3.1336 while extrinsic motivation factor produced a mean of 2.6929. Similarly, the 
intrinsic orientation secondary factors, enjoyment and challenge, computed means of 
3.0127 and 3.2270, respectively. The extrinsic orientation secondary factors, 
compensation and outward, produced means of 2.9538 and 2.5610, respectively.
The primary and secondary motivation orientation factors were listed by mean 
score. Six equal ranges were created in order to perform the analysis of frequencies more 
effectively. Frequency analysis was performed on each of the primary and secondary 
factors. The results of these factor analyses are exhibited in Table 40 through 45.
Table 40
Freauencv Analysis of Mean of Primarv Intrinsic Orientation Factor
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1.001 to 1.500 0 0.0 0.0 0.0
1.501 to 2.000 2 1.0 1.0 1.0
2.001 to 2.500 7 3.3 3.3 4.3
2.501 to 3.000 74 35.2 35.2 39.5
3.001 to 3.500 99 47.2 47.2 86.7
3.501 to 4.000 28 13.3 13.3 100.0
Total 210 100.0 100.0
Missing System Missing 0 0
Total 0 0
Total 210 100.0
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The results of the frequency analysis of the primary intrinsic orientation factor can 
be seen in Table 40. 47.2 percent of the employees maintained an intrinsic orientation 
mean between 3.001 and 3.500. Additionally, 4.3 percent of the employees maintained 
an intrinsic orientation mean equal to or below 2.500.
Table 41 illustrates the results o f the extrinsic orientation factor. 60.0 percent of 
the employees maintained an extrinsic orientation mean between 2.501 to 3.000. 1.0 
percent of employees produced an extrinsic orientation mean equal to or above 3.501.
Table 41
Freauencv Analysis of Mean of Primarv Extrinsic Orientation Factor
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1.001 to 1.500 1 0.5 0.5 0.5
1.501 to 2.000 10 4.7 4.7 5.2
2.001 to 2.500 44 21.0 21.0 26.2
2.501 to 3.000 126 60.0 60.0 86.2
3.001 to 3.500 27 12.8 12.8 99.0
3.501 to 4.000 2 1.0 1.0 100.0
Total 210 100.0 100.0
Missing System Missing 0 0
Total 0 0
Total 210 100.0
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Table 42 depicted the results of the frequency analysis conducted on secondary 
intrinsic motivation orientation factor, enjoyment. The results indicated 50.0 percent of 
the employees sustained an enjoyment factor mean between 2.501 and 3.000. Conversely, 
6.2 percent of the employees maintained an enjoyment factor mean equal to or below 
2.500.
Table 42
Freauencv Analysis of Mean of Secondary Intrinsic Orientation Factor. Eniovment
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1.001 to 1.500 0 0.0 0.0 0.0
1.501 to 2.000 5 2.4 2.4 2.4
2.001 to 2.500 8 3.8 3.8 6.2
2.501 to 3.000 105 50.0 50.0 56.2
3.001 to 3.500 76 36.2 36.2 92.4
3.501 to 4.000 16 7.6 7.6 100.0
Total 210 100.0 100.0
Missing System Missing 0 0
Total 0 0
Total 210 100.0
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A frequency analysis was conducted on the secondary intrinsic orientation factor, 
challenge. The results of this analysis can be seen in Table 43. Of the employees 
surveyed, 46.7 percent sustained a challenge factor mean between 3.001 and 3.500. 
Conversely, 5.2 percent of the employees maintained a challenge factor mean equal to or 
below 2.500.
Table 43
Freauencv Analysis of Mean of Secondary Intrinsic Orientation Factor. Challenge
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1.001 to 1.500 0 0.0 0.0 0.0
1.501 to 2.000 2 l.O 1.0 1.0
2.001 to 2.500 9 4.2 4.2 5.2
2.501 to 3.000 61 29.1 29.1 34.3
3.001 to 3.500 98 46.7 46.7 81.0
3.501 to 4.000 40 19.0 19.0 100.0
Total 210 100.0 100.0
Missing System Missing 0 0
Total 0 0
Total 210 100.0
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Frequency analysis was conducted on the secondary extrinsic orientation factor, 
outward. The analysis produced the results exhibited in Table 44. The results indicated 
43.4 percent of the employees maintained an outward factor mean between 2.501 and
3.000. Additionally, .5 percent of the employees sustained an outward factor equal to or 
above 3.501.
Table 44
Frequency Analysis of Mean o f Secondary Extrinsic Orientation Factor. Outward
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1.001 to 1.500 5 2.4 2.4 2.4
1.501 to 2.000 14 6.6 6.6 9.0
2.001 to 2.500 80 38.1 38.1 47.1
2.501 to 3.000 91 43.4 43.4 90.5
3.001 to 3.500 20 9.0 9.0 99.5
3.501 to 4.000 1 .5 .5 100.0
Total 210 100.0 100.0
Missing System Missing 0 0
Total 0 0
Total 210 100.0
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The final frequency analysis was conducted on the secondary extrinsic 
orientation factor, compensation. The results of this analysis can be seen in Table 45.
43.8 percent of the employees surveyed sustained a compensation factor mean between 
2.501 and 3.000. Additionally, 12.4 percent of the employees maintained a compensation 
factor mean equal to or above 3.501.
Table 45
Frequency Analysis of Mean of Secondary Extrinsic Orientation Factor.
Comnensation
Frequency Percent
Valid
Percent
Cumulative
Percent
Valid 1.001 to 1.500 2 1.0 1.0 1.0
1.501 to 2.000 10 4.7 4.7 5.7
2.001 to 2.500 25 11.9 11.9 17.6
2.501 to 3.000 92 43.8 43.8 61.4
3.001 to 3.500 55 26.2 26.2 87.6
3.501 to 4.000 26 12.4 12.4 100.0
Total 210 100.0 100.0
Missing System Missing 0 0
Total 0 0
Total 210 100.0
Employee Survey Analysis of Variance 
One-way Analysis of Variance (ANOVA) was conducted to distinguish if the 
means for the eleven items listed in section 2 of the Vail Valley Employee Survey were
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equal across the demographic and behavioral information gathered. In addition. ANOVA 
was conducted across section 1 and section 3 of the Vail Valley Employee Survey. Last, 
ANOVA was conducted across section 2 and section 3 of the Vail Valley Employee 
Survey. A significance level of .05 was used in all the analyses.
Analysis of Variance Across Section 1 and Section 2
Analysis of variance was performed across section 1 and section 2 of the Vail 
Valley Employee Survey. Table 46 indicates the results of the initial analyses. Scheffe 
post-hoc tests were run to examine the differences in means in detail. While the initial 
ANOVA illustrates that a difference in means exists across the dependent variable based 
on the response of the independent variable, the Scheffe post-hoc test indicates which 
means differ. Those items that showed significant differences with the Scheffe post-hoc 
test are marked with an asterisk (*) in Table 46. The results of these significant 
differences can be seen in Appendix J.
The Scheffe post-hoc test revealed one significant difference within the 
employees’ responses to “how long have you lived in the Vail Valley?” and “good 
wages.” Employees that had lived in the Vail Valley for over 14 months rated “good 
wages” significantly higher than employees that had lived in the area for 5 to 9 months. 
Employees that had lived in the Vail Valley for over 14 months maintained a mean of 
2.48, where individuals who had lived in the area for 5 to 9 months maintained a mean of 
4.40.
The Scheffe post-hoc test revealed two significant differences when testing 
question #2, “how often do you snowboard/ski per month.” First, employees, that
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Table 46
ANOVA Results Across Section I and Section 2
Independent Variable Dependent Variable F
Sig.
(.05)
How long have you lived in the 
Vail Valley?
Good wages * 4.579 .004
How often do you snowboard/ski 
per month?
Interesting work
Perks (i.e. ski passes, discounts) *
3.231
18.06
8
4.924
.024
.000
Job security * .003
What was your primary reason for 
moving to the Vail Valley?
Perks (i.e. ski passes, discounts) * 6.428 .000
What is your hourly wage 
(including tips for waitstaff)?
Good wages 2.897 .037
Interesting work 3.678 .013
What position do you hold? A feeling of being in on things 2.693 .023
Good wages * 2.877 .016
Interesting work * 3.573 .004
Do you intend to leave the Vail 
Valley at the end of the ski 
season?
Perks (i.e. ski passes, discounts) * 5.122 .007
Promotion and growth within the 
organization *
8.499 .000
identified that they did not ski, ranked “perks” significantly lower than the employees, 
that indicated they skied. Individuals that did not ski issued a mean score of 9.04. 
Individuals that skied 0 to 7 times per month issued a mean score of 6.43 for “perks”. A
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mean score of 5.38 was issued by individuals that identified they skied 8 to 16 times per 
month. Last, individuals that skied over 16 days per month issued a mean score of 4.22 
for “perks”. The post-hoc test also revealed a significant difference in the mean scores 
between individuals that identified they skied between 0 to 7 times per month and 
individuals that identified they skied over 16 times per month.
The second significant difference resulting fi*om the post-hoc test of question #2 
occurred within the “job security” item. Employees that did not ski ranked “job security” 
significantly higher than employees that identified they either skied 8 to 16 times per 
month or over 16 times per month. Employees that did not ski issued a mean score of 
3.80. Employees that skied either 8 to 16 times per month or over 16 times per month 
issued mean scores of 6.00 and 6.20, respectively.
Scheffe post-hoc tests revealed one significant difference with regard to question 
#3, “why did you move to the Vail Valley.” Employees that identified that they moved to 
the Valley to ski ranked “job security” significantly higher than individuals that identified 
“other” as the reason they moved to the Vail Valley. Employees that stated that they 
moved to Vail to ski issued a mean score of 4.78, where individuals that identified 
“other” issued a mean score of 7.14.
Scheffe post-hoc tests exhibited one significant difference when testing the 
ANOVA for question #4, “what are your hourly wages.” Employees that made below 
$7.50 per hour ranked “interesting work” significantly lower than employees that 
identified they made between $7.50 to $8.99 per hour. Employees that made below $7.50
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per hour issued a mean score of 6.17, where employees that made between $7.50 to $8.99 
per hour issued a mean score of 3.89.
Scheffe post-hoc test run on question #5, “what position do you hold,” revealed 
two significant differences. First, reservation agents ranked “good wages” significantly 
lower than the spa staff. Reservation agents issued a mean score of 4.58, where as spa 
attendants issued a mean score of 1.56. Second, Bellstaff, Valet, and Shuttle Drivers, as a 
whole, ranked “interesting work” significantly lower than concierges/guest services 
attendants. Bellstaff, Valet, and Shuttle Drivers issued a mean score of 6.81, where as 
concierges/guest services attendants issued a mean score of 3.50.
The final demographic question, “do you intend to leave the Vail Valley at the 
end of the ski season,” exhibited three significant differences as a result of the Scheffe 
post-hoc test. First, employees that intended to leave the Valley ranked “perks” 
significantly higher than individuals that stated that they did not intend to leave the 
Valley. Employees that intended to leave the Valley issued a mean score of 4.61, where 
as employees that stated they were not intending to leave the Valley issued a mean score 
of 6.46. These same two groups ranked “promotion and growth within the organization” 
significantly different as well. Employees that intended to leave the Valley at the end of 
the ski season issued a mean score of 7.52, where as employees that did not intend to 
leave the Valley issued a mean score of 5.43. Last, employees that stated they were 
“unsure” if they were leaving the Valley ranked “promotion and growth within the 
organization” significantly lower than employees that stated they did not intend to leave
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the Valley. Employees that were “unsure” if they were leaving the Valley issued a mean 
score of 7.03.
Analvsis of Variance Across Section 1 and 3 
Analysis of variance (ANOVA) was conducted to test if the mean scores in 
section 3 of the Vail Valley Employee Survey are equal across the demographic and 
behavioral responses from Section 1. The categories calculated for the orientation factors 
in the frequency analysis were used. Table 47 exhibits the result of this analysis.
Table 47
ANOVA Results Across Section 1 and Section 3
Independent Variable Dependent Variable F Sig.
Intrinsic Orientation NONE
Extrinsic Orientation NONE
Challenge Orientation NONE
Enjoyment Orientation NONE
Outward Orientation Why did you move to the Vail 
Valley?
2.295 .047
How long have you lived in 
the Vail Valley?
2.330 .044
How often do you 
snowboard/ski per month?
2.293 .047
Compensation Orientation NONE
The outward orientation factor was the only motivation orientation to exhibit a 
difference across the demographic and behavioral information. Scheffe post-hoc tests
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were unable to be run on the outward orientation variable as one of the groups contained 
less than two cases. Table 47 does exhibit, however, that the mean scores for outward 
orientation differed significantly depending on the why they moved to the Valley, how 
long they have lived in the Valley, and how often they snowboard/ski per month.
Analvsis of Variance Across Section 2 and Section 3 
Analysis of Variance (ANOVA) was conducted across section 2 and section 3 of 
the Vail Valley Employee Survey. In doing so, the motivation orientation categories 
developed for the frequency analysis were used. The results of the initial ANOVA can be 
seen in Table 46. As done with the previous analyses of variances, Scheffe post-hoc tests 
were run to investigate the significance of the difference in means. Those dependent 
variables marked with an asterisk (*) in Table 48 showed significant differences 
following the post-hoc tests. The Scheffe post-hoc results can be found in Appendix K. 
The Scheffe post-hoc test revealed a significant difference across means for the primary 
intrinsic orientation factor. Employees that produced an intrinsic orientation mean 
between 2.001 and 2.501 ranked “sympathetic help with personal problems” significantly 
different than employees that produced an intrinsic orientation mean between 3.501 to
4.000. Employees with an intrinsic orientation mean between 2.001 and 2.501 issued a 
mean score of 8.00. Employees with an intrinsic orientation mean between 3.501 and 
4.000 issued a mean score of 10.57.
The secondary intrinsic orientation factors provided greater insight into this 
relationship. Scheffe post-hoc tests revealed a significant difference in the mean scores 
of “sympathetic help with personal problems” when compared across the
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Table 48
ANOVA Results Across Section 2 and Section 3
Independent Variable Dependent Variable F Sig.
Intrinsic Orientation Interesting work 2.423 .050
Sympathetic help with personal 
problems *
2.911 .023
Extrinsic Orientation NONE
Challenge Orientation Interesting work * 3.244 .014
Enjoyment Orientation Sympathetic help with personal 
problems *
3.447 .010
Outward Orientation NONE
Compensation Orientation NONE
employees’ enjoyment orientations. Employees with an enjoyment orientation mean 
between 2.001 to 2.500 ranked “sympathetic help with personal problems significantly 
higher than employees with an enjoyment orientation mean between 3.001 and 4.000.
Scheffe post-hoc tests on the secondary intrinsic orientation, challenge, also 
revealed a significant difference in mean scores. Employees with a challenge orientation 
mean between 2.001 and 2.500 ranked “interesting work” significantly lower than 
employees with a challenge orientation mean between 3.501 and 4.000. Employees with 
a challenge orientation mean between 2.001 and 2.500 issued a mean score for 
“interesting work” of 7.88. Conversely, employees with a challenge orientation mean 
between 3.501 and 4.000 issued a mean score of 4.29.
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No significant differences existed across the primary extrinsic orientation factor or 
the secondary extrinsic orientation factors, outward and compensation.
Qualitative Analysis
A qualitative analysis was conducted in order summate the incentive information 
listed in Section 2 of the Vail Valley Manager Survey. Table 49 identifies the incentive 
programs available at the hotel properties/management company surveyed in the Valley.
Table 49
Incentive Programs at Vail Valiev Hotel Pronerties
Incentive
Number of Properties with 
Incentive
Ski Pass Program 18
Health Insurance 17
Property Discoimts 12
End-of-the-Season Bonus 11
Awards 10
Performance Incentives 9
Parties 8
Retirement Plan 8
Vacation Pay 6
Transportation 5
Housing 4
Employee Assistance Programs 2
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Table 49 indicates that 18 of the 19 properties/management companies surveyed 
maintained a ski pass program. These programs varied from financing to fiill 
reimbursement. Another prominent incentive program was health insurance. 17 of the 
20 properties/management companies surveyed offered health insurance to its employees. 
The eligibility date of the insurance programs ranged from 60 days to 1 year of 
employment. Another notable incentive program was employee awards, implemented at 
10 of the properties/management companies. The majority of properties/management 
companies distinguished these awards to be monetary in value. Another prominent 
monetary reward was the end-of-the-season bonus. This award granted employees a cash 
bonus for every hour they worked through the ski season with the condition that they 
completed their seasonal employment contract. 11 properties/management companies 
granted employee end-of-the-season bonuses.
Reliability Analysis
The reliability analysis produced an alpha for the two primary orientation factors 
and the four secondary orientation factors. Table 50 exhibits the results of this test. The 
results indicate that the primary intrinsic orientation factor and the secondary challenge 
orientation factor, in exceeding an alpha of .70, maintained statements that were closely 
related and therefore, were considered reliable instruments of measurement. The 
remaining factors primary and secondary factors fell below the alpha score o f .70 and 
therefore, were not satisfactory in internal consistency. Given one item deleted from each 
factor, the alpha scores increased for five of the orientation factors. The statements to be
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deleted included #1, #14, and #23. While the coefficient alpha increased when one item 
was deleted, it failed to produce a satisfactory alpha score (.70).
Table 50
Aloha Scores for Reliability Analvsis
Reliability Alpha if item
Orientation Factors and Statements Deleted Alpha deleted
Extrinsic Primary Orientation Factor .6221
# 1. I am not that concerned about what other people 
think of my work. .6508
Intrinsic Primary Orientation Factor .7611
#23. I enjoy doing work that is so absorbing that 1 
forget everything else. .7673
Outward Secondary Orientation Factor .5455
# 1. I am not that concerned about what other people 
think of my work. .6117
Compensation Secondary Orientation Factor .5863 N/A
Challenge Secondary Orientation Factor .7031
#14. I prefer work I can do well over work that 
stretches my abilities. .7121
Enjoyment Secondary Orientation Factor .6389
#23. I enjoy doing work that is so absorbing that I 
forget everything else. .6740
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CHAPTERS 
CONCLUSIONS AND RECOMMENDATIONS
Chapter 5 generalized the findings of this study. In doing so, the chapter 
interpreted the data analysis and draw conclusions based on these interpretations. In 
addition, possible problems of validity were addressed as well as recommendations for 
future research.
Conclusions
The purpose of this study was to explore the perceptions o f hotel managers in Vail 
Valley, Colorado regarding what hourly front-line employees want from their work. In 
addition, the study attempted to analyze the impact the work environment had on the 
motivation orientation of hourly front-line employees. In doing so, two distinct survey 
instruments were developed and distributed to hourly front-line employees and hotel 
managers/supervisors. Several statistical tests were used to analyze the data gathered 
from the survey administration. Conclusions drawn from these analyses are presented in 
this section in accordance with the research objectives.
120
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Management’s Perception of What Employees Want from Their Work
The first objective of this study vyas to compare management's perception of what 
employees want from their work to what the employees identified they wanted from their 
work. Table 38 illustrated the results of this comparison. The most crucial finding was 
management's misperception of how important perks were to their employees. Having 
ranked "perks (i.e. ski passes, discounts)" second among the eleven items, managers 
indicated that this extrinsic reward is more important than the intrinsic incentives listed. 
However, employees indicated that perks were not as important as perceived by 
management.
Another important finding regarding management's perception of what employees 
want from their work was the discrepancy between management's ranking of job security 
as ninth and employees ranking of the same item as fifth. This discrepancy may be a 
result of management's perception that the majority of their employees are in the area for 
a short term and therefore do not find job security important. However, results of the 
frequency analysis for question #6 of the employee survey demographic section (Table 
13) indicated that approximately 64% of the employees surveyed did not intend on 
leaving the Valley at the end of the ski season.
A third finding showed a significant difference in the managers' and employees' 
responses to the importance of "promotion and growth within the organization." 
Employees placed greater importance on this item than managers perceived them to.
Like job security, this discrepancy may be a result of management's perception of the 
transient nature of the hourly front-line employees. Based on management's perception
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of the importance of perks to employees, it may be inferred that management perceives 
that the employees’ aspirations are activity-oriented rather than career-oriented.
The final finding concerning management's perception of what employees want 
fi-om their work dealt with the discrepancy in ranking of "a feeling of being in on things." 
The employees surveyed, on average, ranked this item ninth, where as managers ranked 
the item sixth. Management's misperception of how important this item was to employees 
may be a restilt of self-referencing. While managers may sense that understanding the 
functions of the property is essential to performing effectively, employees may not feel 
the same way.
The rankings developed from this study have some distinct characteristics in 
comparison to previous studies. A comparison to GolTs survey administration in 1989 
(Table 2) exhibits distinct differences in employee and supervisor responses. Goll’s 
results indicate that the employees placed importance on intrinsic rewards, where as the 
results of this study indicate that hotel employees placed greater importance on extrinsic 
rewards. This discrepancy in response can be attributed to the organizational 
environment. As Maslow (1943) stated, a satisfied need is no longer a motivator. 
Therefore, the items of importance to the employees can be partially viewed as a 
reflection of their unsatisfied needs.
The comparison to Goll’s survey administration also reveals the impact of 
management’s perception of seasonality has on what they perceive to be important. The 
results of this study indicate that managers perceive that employees place greater 
importance on short-term rewards, such as good wages, perks, and good working
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conditions. Conversely, the results of Goll’s survey administration indicated that 
managers perceived that employees desired more long-term rewards, such as job security 
and promotion and growth within the organization. This discrepancy in responses can be 
attributed to the managers’ perceptions of the intentions of their employees to leave the 
Valley. By viewing their employees as seasonal, managers have misperceived the 
employees’ long-term and intrinsic needs.
A comparison between Charles and Marshall’s survey administration (1992) and 
the results of this study indicate a commonality in employee needs. The results of both 
studies exhibited that employees wanted good wages and good working conditions most 
from their work. Given that Charles and Marshall’s survey was administered to remote 
resort employees, conclusions can be drawn as to influence job location has on the needs 
of the employees. Merchant (1988) discussed the influence job location has on job 
satisfaction. In this regard, the economic situation in remote resorts may be affecting the 
employees’ needs for good wages and good working conditions.
Relationship of Demographic/Behavioral Information and 
What Emnlovees Want from Their Work 
The second objective of this study was to explore the relationship between the 
employees' demographic/behavioral information and what they identified they wanted 
from their work was analyzed in chapter 4. The results (Table 46) illustrated several 
significant findings. "Good wages" proved to show significantly different rankings 
depending on the employees' positions and duration of living in the Valley. The results 
indicate that employees who were spending their second ski season in the valley placed
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greater importance on good wages than employees who had lived through a summer 
season but not a ski season. The reason for this difference in perception could be due to 
past experiences employees that have lived through at least one ski season have had. 
Those employees may have a better understanding at the expenses associated with living 
in a resort town during the most highly demanding season.
The employees' positions also influenced what the employees identified they 
wanted from their work. "Good wages" was ranked significantly different amongst 
reservation agents and spa attendants. The difference in perception may be result o f the 
present pay structure associated with each position. Spa attendants placed significant 
importance on good wages where as reservation agents placed less importance on good 
wages. Similarly, bellpersons/valet/shuttle drivers ranked "interesting work" 
significantly lower than concierge/guest services employees. The difference parallels the 
responsibilities typically associated with both jobs. Where bellpersons, valets, and 
shuttle drivers typically do repetitive, mundane tasks, concierge and guest services 
representatives typically face new tasks every day.
Additional findings may be made based on the significant influence the behavioral 
information had on what employees want from their work. It was found that "perks (i.e. 
ski passes, discounts) was ranked significantly different depending upon how often the 
employee snowboards and/or skis and whether the employee intended to stay in the 
Valley at the end of the ski season. The results indicated that the more the employee 
skied the greater the importance s/he placed on the "perks" associated with their job. This
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
125
correlation is understandable based on the employee's need for a ski pass in order to 
fulfill their extensive skiing hobby.
The amount the employees’ snowboarded/skied also influenced the employee’s 
perception of how important job security was to their job. Employees that identified that 
they did not ski, placed significantly greater importance on job security than employees 
that skied more than 8 times per month. This distinction in ranking may be attributed to 
career orientation and/or economic status of those individuals that do not ski. Skiing is 
an expensive sport that requires a significant investment in equipment and mountain 
access. Individuals that are not in economic situation in which they can afford these 
expenses may place greater importance on retaining their job. Consistent with Maslow’s 
hierarchy of needs, these individuals could be attempting to fulfill a more basic need than 
social needs.
Employees that identified that they moved to the Vail Valley in order to ski 
placed a significantly greater importance on “perks” than employees that moved to the 
Valley for some other reason. The correlation between moving for the purposes of skiing 
and the importance of “perks” is understandable due to the needs of the individual. The 
employee that has moved to the Valley to ski has an unsatisfied need for a ski pass. The 
employee will look to the organization to fulfill this need. However, employees that 
indicated “other” as the reason they moved to the Valley may sustain unique unsatisfied 
needs that do not primarily consist of a ski pass.
The importance of “perks” also varied significantly depending upon the 
employee’s intention of leaving the Vail Valley at the end of the ski season. The results
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indicated that employees that intended on staying in the Valley past the end of the ski 
season did not place as much importance on “perks” as employees that did intend on 
leaving the Valley at the end of the ski season. This distinction implies that “perks” may 
serve to be a short-term satisfier for seasonal employees. Employees that intend on living 
in the Valley year round may look at more long-term satisfiers as more important in their 
job.
This finding may be supported by the significant difference in ranking of 
“promotion and growth within the organization” when distinguished by the employees’ 
intentions on leaving the Valley. Employees that intended on staying in the Vail Valley 
beyond the end of the ski season placed greater importance on promotion and growth than 
employees that were unsure if they were leaving or those intending on leaving the Valley. 
This distinction further illustrates the importance of long-term satisfiers for year-round 
employees.
Matching Incentive Programs to Emnlovees’ Needs 
In accordance with the third and fourth research objectives of this study, the 
incentive programs present at the hotel properties were explored. In doing so, a 
comprehensive list of incentive programs was established (see Table 49). A qualitative 
comparison between this list and the rankings of what employees wanted from their work 
exhibit that management may fail to meet the needs of their employees. A qualitative 
comparison between the list of incentives and the managers’ perceptions of what
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employees want from their work further solidifies this conclusion. This section provides 
insight into both comparisons.
Relationship between the organizations’ incentive programs and what emplovees want 
from their work.
A comparison between the organizations’ incentive programs and what employees 
want from their work reveals that management has the potential to misperceive the needs 
of all their employees. With the dominant incentive program in the Valley being the ski 
pass program, one can infer that management has failed to recognize that not all 
employees value ski passes as an important incentive. Similarly, 12 properties boasted 
associated discounts with employment. Given that these discounts are included in the 
sixth ranking “perks,” it can concluded that management does not recognize the needs of 
their employees.
The incentive programs do illustrate an attempt on behalf of several of the 
properties to acknowledge the work of the employees. In doing so, management is 
responding to the employees’ needs of “full appreciation for work done.” These 
programs include end-of-the-season bonuses, employee awards, performance incentives, 
and parties. These programs distinguish that the predominant mode of rewarding an 
employee is monetarily. Consistent with Kohn (1993), these monetary rewards have the 
potential to undermine the value of the appreciation. Rather, many employees will 
perceive the reward as a means of controlling their behavior at work.
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Relationship between the organizations’ incentive programs and what managers 
perceive their emplovees want from their work
A comparison between the organizations’ incentive programs and what managers 
perceive their employee want from their work reveals the impact managers’ perceptions 
of what is important to employees has on what managers perceive are effective incentive 
programs. The incentive programs at the hotel properties reflect the rankings of 
managers’ perceptions of what employees want from their work. Seven of the eight most 
predominant incentive programs focus on responding to the needs of “good wages” and 
“perks.” In doing so, management has failed to recognize that employees maintain 
distinct needs. While some individuals’ needs may be oriented towards compensation, 
others may be motivated by more intrinsic rewards. Conclusively, management’s 
misperception of what employees want from their work has resulted in the undermining 
of those employees that are motivated by intrinsic rewards.
The Impact of Motivation Orientation 
Consistent with the fifth and sixth research objectives of this study, statistical tests 
were run to establish the impact motivation orientation has the employees demographic 
and behavioral responses and what they want from their work. Prior to conducting these 
tests, the motivation orientation of the employees had to be established. In this section, 
the employees’ orientations to work will be discussed. Following to this introduction, 
conclusions were made based on the impact the employee’s motivation orientation has on 
their demographic and behavioral responses and what they want from their work.
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Employee motivation orientation
The motivation orientation results (Table 39) are consistent with Deci's theory that 
all individuals are inherently intrinsically motivated. The employees reported a higher 
intrinsic motivation orientation than extrinsic motivation orientation. The secondary 
orientation factors further detailed this finding. Within extrinsic motivation orientation, 
the results indicated that the employees were less concerned about what others thought 
about their work than with the compensation they received for their work. Within the 
intrinsic motivation orientation, the results indicated that the employees were slightly 
more motivated by challenging work than by the enjoyment work can provide.
Employees indicated that they were most oriented towards challenging work as a 
motivator. Conversely, the results imply that the employees were least motivated by 
what other people thought of their work.
Impact of motivation orientation on demographic/behavioral responses
With the exception of outward orientation, the motivation orientations had no 
significant influences on the employees’ demographic and behavioral responses. An 
employee’s concern of what others thought of her/his work influenced why they moved 
to the Valley, how long they had lived in the Valley, and how often they snowboarded 
and/or skied. Because post-hoc tests were imable to be run for this analysis, mean scores 
for each demographic/behavioral response were imable to be calculated.
The lack of impact of motivation orientation on the employees’ demographic and 
behavioral responses could be a result of the difference in focus of the
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demographic/behavioral section and the motivation orientation section. While the 
motivation orientation section focused on an employee’s orientation to work, the 
demographic and behavioral questions focused on personal issues and work functions that 
were out of the control of the employee. The personal issues consisted of how long the 
employee lived in the Valley, how often the employee snowboards and/or skis, why the 
employee moved to the Valley, and the employee’s intention of leaving the Valley.
While work may influence the employee’s response to these questions, the questions did 
not focus solely on work, as was the case with the motivation orientation statements. In 
addition, the employee’s position and wages may not be influenced by the employee’s 
motivation orientation because these elements of the employee’s work is out o f the 
control of the employee.
Impact of motivation orientation on what employees want from their work
The results of the analysis of variance between Section 2 and Section 3 o f the Vail 
Valley Employee Survey exhibited three significant differences in the perceptions of the 
employee population. The results of the analysis can be seen in Table 48. The significant 
differences occurred within the primary and secondary intrinsic motivation orientations. 
No significant differences resulted from the primary or secondary extrinsic motivation 
orientation. The impact of the organizational environment, as a mediating variable, may 
be the cause for this distinction.
An employee’s intrinsic motivation orientation influenced the employee’s 
perception of the importance of “sympathetic help with personal problems” at work. 
Employees that maintained a high intrinsic motivation orientation did not feel that
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sympathetic help was as important as employees that had a low intrinsic motivation 
orientation. This difference in importance may be a result of the employees’ locus of 
control. Intrinsically motivated employees are more likely to have an internal locus of 
control. Being self-determined, these individuals prefer autonomy in their endeavors.
This desire for autonomy may conflict with the intrinsically motivated individual’s desire 
to have others help her/him. Conversely, an individual that perceives an external locus of 
control, may feel it is necessary to obtain assistance from others with personal problems.
An individual’s challenge orientation also influenced her/his desire for interesting 
work. An employee that had a high orientation to challenge placed greater importance on 
interesting work than an employee with a low orientation to challenge. This relationship 
is understandable as individuals that prefer challenge will place importance on interesting 
work. The desire for interesting work may be magnified for challenge oriented 
individuals if the organizational environment does not satisfy this need. In other words, 
the challenge oriented employee may place greater importance on “interesting work” if 
this need is unsatisfied than a similar employee that works in an environment in which 
her/his need for interesting work is satisfied.
The lack of influence extrinsic motivation orientation had on what the employees 
wanted from their work may also be attributed to a mediating variable. For example, one 
would except that an employee with a high compensation orientation would rank “good 
wages” significantly higher than an employee with a low compensation orientation. 
However, this did not prevail in the survey results. The environment may be the 
mediating variable that has effected what the employees identified they wanted from their
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work. In other words, while an employee may not be oriented towards compensation as a 
motivator, they may distinguish “good wages” as being important if it represents an 
unfulfilled need. The same can be stated with “good working conditions.” These two 
items, ranked first and second by employees, are elements of work that are outside of the 
control of the employee. Wages and working conditions are elements that are controlled 
by the organizational environment. Therefore, it may be stated that the organizational 
environment, by not fulfilling a need has influenced the employee’s perception of 
importance.
The conclusions formulated in Chapter 5 have supported the objectives of this 
study. In doing so, the conclusions have addressed the perceptions of hotel managers in 
Vail Valley, Colorado regarding what hourly front-line employees want fi-om their work. 
In doing so, it was found that managers maintained a misperception of what their hourly 
front-line employees wanted from their work. This misperception focused on the 
managers tendency to perceive their employees as short-term. This tendency was 
reflected in the incentive programs utilized in the hotel properties.
Given the motivation orientation of the employees, conclusions have also been 
made as to the impact the work environment had on what these hourly fi-ont-line 
employees wanted fi-om their work. The results indicated that a mediating variable 
intervened with the employees’ motivation orientations in distinguishing what they 
wanted from their work. This mediating variable was distinguished as the organizational 
environment.
Recommendations
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This study has provided insight into ski resort managers’ perceptions of what their 
employee want from their work. Additionally, the study presented the potential influence 
the environment has on the employees’ perception of what they want from their work. 
While the preceding section has drawn conclusions based on the data results, this section 
focuses on the issues of validity and reliability must be discussed. In addition, this 
section proposes recommendations for future research.
Issues of Validity and Reliability
The validity of the study is a function of the “goodness of fit” between the 
intention of the study and what was actually measured (Williams, 1992). Given this 
definition, the study did maintain some problems of validity. The primary issue was the 
extent to which the environment was distinguished as the mediating variable. While the 
study measured what the employees wanted from their work and their motivation 
orientations, it failed to measure the degree of the impact that the environment had on the 
employee. Rather, the study drew conclusions on the impact of the environment based on 
the significance of relationships between the dependent and independent variables. In 
other words, it was assumed that the mediating variable was the environment.
Additional issues of validity dealt with the design of the survey instrument. The 
scaling used in Section 1 of the Vail Valley Employee Survey may not have provided the 
most effective responses. Table 8 through table 13 illustrate the distribution of responses 
for the demographic/behavioral section of the employee survey. Based on the number of 
employees that identified that they had lived in the Vail Valley for more than 14 month, 
the scale on question #1 could have been extended to distinguish these respondents
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further. Question #3 could be revised to incorporate more potential reasons for 
individuals to have moved to the Valley. This suggestion is in response to the number of 
employees that designated “other” as the primary reason they moved to the Vail Valley. 
Last, the scaling for question #4 also could have been extended to distinguish employees 
whose hourly wages exceed $12.00 per hour.
While Section 2 of the Vail Valley Employee Survey and Section 3 o f the Vail 
Valley Manager Survey were adapted to be representative of the population, it became 
evident that some needs may not have been listed. Potential items that would have 
enhanced the effectiveness of the survey instrument are:
1. housing
2. health insurance
3. end-of-the-season bonus
Housing was distinguished as an important need by several of the survey administrators 
at the time of the survey delivery. Health insurance and end-of-the-season bonuses may 
be issues as their presence at hotel properties implies that managers perceive it to be of 
importance.
The issue of reliability refers to internal and external consistency of the study 
(Williams, 1992). Concerning the external consistency, it must be stated that the 
conclusions drawn in this study are limited to the survey population. Conclusions can not 
be inferred as representative o f the employment situation at all ski area hotel properties. 
Rather, the conclusions proposed are limited to the employment situation in the Vail 
Valley, Colorado.
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The internal consistency of measurement may not be reliable for two reasons.
First, “nonresponse is not a random process” (Oppenheim, 1966). In other words, the 
orientation of the employees that chose not to respond to the survey has the ability to 
skew the objectivity of the results. Second, the survey design may have effected the 
reliability of the survey results. As previously stated, several employees did not complete 
Section 2 of the Vail Valley Employee Survey correctly. This inability to complete the 
section correctly can be attributed to the word usage in the directions. It can be 
hypothesized that more detailed directions would have increased the response rate of 
employees who completed section 2 correctly.
The design of the motivation statements in Section 3 of the Vail Valley Employee 
Survey also indicated a lack of reliability. The issue of reliability in Section 3 falls in the 
primary extrinsic orientation factor and the secondary orientation factors of enjoyment, 
outward, and compensation. Eliminating items that had less discriminatory power from 
these factors did not increase the alpha to an acceptable score (.70). The unsatisfactory 
alpha scores can be attributed to the use of negative statements as an indicator of a 
motivation orientation. Of the three statements to be deleted (#1, #14, #23), two were 
negative statements. These negative statements need to be restated to reflect the relating 
statements in each factor.
The unacceptable alpha scores for the secondary orientation factors of 
compensation and outward paralleled the alpha scores computed by Amabile, Hennessey, 
Hill, and Tighe (1994). The 1994 administration of this instrument by these researchers 
produced an alpha of .62 for compensation orientation and .63 for outward orientation.
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As stated by these researchers, “further development of the adult secondary extrinsic 
scales is desirable” (Amabile, et. al, 1994, p. 958).
Directions for Future Research 
The conclusions drawn in this study can be expanded upon in future research. 
Potential areas of future research include a closer examination of the degree of impact the 
envirorunent has on what employees want from their work. In addition, the influence job 
location has on what employees want from their work can be expanded. Last, a detailed 
examination of the relationship between what employees want from their work and their 
locus of control would be useful
As stated in the context of validity, the study failed to address the degree of 
impact the environment had what the employees wanted from their work. Future research 
in this area should incorporate variables that measure the barriers developed by the 
organization that interfere with the employees’ fulfillment of their needs. Samuels (1984) 
measured these barriers on a scale of availability. The ability of an employee to fulfill 
her/his needs is dependent on the availability of need satisfaction. This availability is a 
function of the organizational environment. In addition to discussing Samuels’ concept 
of availability, this research could incorporate Alderfer’s (1972) fhistration-regression 
concept. By incorporating fhistration-regression, the effects of organizational barriers 
would need to be measured.
Similar to Samuels’ concept of availability and Alderfer’s fhistration-regression 
concept, the influence of job location on what employees want from their work should be 
explored. Such future research should focus on the impact remote locations as well as
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other socioeconomic issues has on the needs structure of employees. In conducting such 
a study for the ski resort industry, it would be suggested that the study gather data across 
several resorts nationwide that sustain distinct characteristics. By doing so, it can be 
further deciphered if the employees priorities are influenced by the job location.
A final area for future research deals with the employee’s locus of control. What 
influence does the employee’s locus of control have on what they want from their work? 
In addition, what influence does the envirorunent have on the employee’s locus of 
control? In dealing with the first question, the employee’s locus of control would be 
established and compared to the employee’s responses to what s/he wanted from her/his 
work. The second question involves measuring the degree to which an individual’s locus 
of control has been effected by the envirorunent. Such research would parallel Deci’s 
(1985) discussion of interjection, introjection, and internalization as degrees of 
socialization into a particular envirorunent.
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APPENDIX A
INTRODUCTORY LETTER
November 26, 1997 
Ms. Jill Smith
Director of Human Resources 
XYZ Lodge 
455 Ski Road 
Vail, CO 81657
Dear Ms. Smith:
Research is being conducted on the motivational orientation of hotel employees in the Vail Valley. The 
research focuses on responding to the needs of employees through valued incentive programs. My 
interest in this research originated with my personal work experiences. As a supervisor in the Vail 
Valley in 1994 - 1996, I feel that your experiences managing seasonal employees offer valuable 
insights.
I would like to administer the survey to managers/supervisors and front-line employees; i.e. front 
desk clerks, waitstaff, bellstaff, vale, and concierge/guest services. The survey explores what 
these employees want from their work.
I will be contacting your office by telephone the week of December B** in order to establish a 
mutually convenient time in which we may be able to discuss the project in detail. I will be in the 
Vail Valley from January 6“’ to 14“’ to administer the survey to all hotel properties. The results of 
this survey can be fon«rarded to you in spring 1998.
You may be assured of complete confidentiality. The sunreys will be administered for research 
purposes only. No information regarding specific properties will be disclosed. For questions 
involving the rights of research subjects, contact the Office of Sponsored Programs, (702) 895- 
1357, at the University of Nevada, Las Vegas.
Thank you very much for your assistance.
Sincerely,
Lisa Anne Ward 
Master's Candidate
William F. Harrah College of Hotel Administration 
University of Nevada, Las Vegas
144
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
APPENDIX B
DATE: December 18, 1997
TO: Lisa Ward
M/S 6021 (HTLM)
FROM: / E. Schulze, Director
y  Office of Sponsored Programs (X1357)
RE: Status of Human Subject Protocol Entitled:
"Management's Perceptions of What Ski Resort 
Employees Want From Their Work'
OSP #604sl297-13le
The protocol for the project referenced above has been 
reviewed by the Office of Sponsored Programs and it has been 
determined that it meets the criteria for exemption from 
full review by the ONLV human subjects Institutional Review 
Board. This protocol is approved for. a period of one year . 
from the date of this notification and work on the project 
may proceed.
Should the use of human subjects described in this protocol 
continue beyond a year from the date of this notification, 
i t  will be necessary to recfuest an extension.
If you have any questions regarding this information, please 
contact Marsha Green in the Office of Sponsored Programs at 
895-1357 .
cc: G. Goll (HTLM-6021) 
OSP File
Office of S p o n so re d  Programs 
J 5 0 5  M arviano P arkw ay  •  Box 4 5 1 0 3 7  •  L as V egas. N evada 89154-1037  
(702) 895-1357  •  FAX (702) 895 -4242
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Vail Valley 
Employee Survey
W iliam  F. Harrah College of Hotel Administratio 
University of Nevada, LasNfegas
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Living in th e  Vailey:
Circle the most appropriate response. Please note that all responses are confidential and are laeing 
used for the purposes of research.
1. How long have you lived in the Vail 
Valley?
1. 0 - 4 months
2. 5 - 9 months
3. 10-14 months
4. over 14 months
4. What is your hourly wage (including tips for 
waitstaff only)?
1. taelow $7.50 per hour
2. $7.50-$8.99 per hour
3. $9.00-$10.49 per hour
4. over $10.49 per hour
2. How often do you snowtward/ski per month? 5.
1. I do notsnowtaoard/ski.
2. 0 - 7 times per month
3. 8-16 times per month
4. over 16 days per month
3. What was your primary reason for 
moving to the Vail Valley?
1. to get involved in the ski/hotel industry
2. to snowtaoard/ski
3. I grew up here 6.
4. other, please specify
What position do you hold?
1 . front desk clerk
2. bellstaff
3. valet
4. waitstaff/bartender
5. concierge/guest services
6. reservations agent
7. shuttle driver
8 . spa staff
Do you intend to leave the Vail Valley at 
the end of the ski season?
1. yes
2. no
3. unsure
W hat do you w an t from your w ork?
Please rank the following eleven items by number (#1 to #11) according to what you feel is the importance 
of each item as it relates to your overall satisfaction (the items are listed in random order).
_A feeling of being in on things 
_Good wages
_Full appreciation for work done 
_Tactfiil discipline
Job Security
.Personal loyalty to employees 
_Perks (i.e. ski passes, discounts)
.Good working conditions
.Promotion and growth within 
the organization
.Sympathetic help with 
personal problems
Continued on the next page
Page 2
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You and  Your Work:
In the following section you will find a list of statements that may or may not describe you. Please 
each statement and rate each statement with the following scale. Answer “I" if ttie statement is 
almost never true of you. Answer "2" if the statement is usually not true of you. Answer “3” if the 
usually true of you. Answer “4 ' if the statement is always or almost always true
:>V' y
y♦
1. I am not that concerned about what other people think 
of my work.
2. I prefer having someone set clear goals for me in my 
work.
3. The more difficult the problem, the more I enjoy trying to 
solve it.
4. I am keenly aware of the income goals I have for myself.
5. I want my work to provide me with opportunities for 
increasing my knowledge and skills.
6. To me, success means doing better than other people.
7. I prefer to figure things out for myself.
8. No matter what the outcome of a task, I am satisfied if 
I feel I gained a new experience.
9. I enjoy relatively simple, straightforward tasks.
10.1 am keenly aware of the promotion goals I have 
myself.
11. Curiosity is the driving force behind much of what I do.
12.1 am less concerned with what kind of work I do 
what I get for it.
13.1 enjoy tackling problems that are completely new to 
to me.
Continued on the next page
Page 3
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y &y
f
14. I prefer work I know I can do well over work that 
stretches my abilities.
15. I am concerned about how other people are going to 
react to my ideas.
16. I seldom think about wages and promotion.
17. I am more comfortable when I can set my own goals.
18. I believe that there is not point in doing a good job if 
nobody else knows about it
19. I am strongly motivated by the money I can earn.
20. It is important for me to be able to do what I most enjoy.
21. I prefer working on tasks with clearly defined 
procedures.
2 2  As long as I can do what I enjoy, I am not that 
concerned about exactly what I am paid.
23. I enjoy doing work that is so absorbing that I forget 
about everything else.
24. I am strongly motivated by the recognition I can earn 
from other people.
25. I have to feel that I am earning something for what I do.
26. I enjoy trying to solve complex problems.
27. It is inportant for me to have an outlet for self- 
expression.
28. I want to find out how good I really can be at my work.
29. I want other people to find out how good I am at my 
work.
30. What matters most to me is enjoying what I do.
Thank you for your assistance
Page 4
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Note ttiat all responses are confidential and are tieing used for the purposes of research 
Y our P roperty :
How many front line employees do you haw in the following positions;
 Front Desk Agent ___
Bellstaff
.Reservations Agent
Valet
_Conderge/Guest Services 
.Waitstaff/Bartenders
.Shuttle Drivers
.Spa Staff
In ce n tiv e s :
Please ist the incentives offered at your property. Indude all programs that are established to motivate employes and to 
increase their job satisfaction.
W hat do  you r em p lo y ees  w a n t from  th e ir  w ork?
Please rank the following eleven items by number (#1 to #11) according to how think the employees at your property
would perceive the importance of each Item as It relates to their overall satisfaction (the items are Ested in random order).
.Promotion and growth within the organization
.A feeftig of being in on thing 
.Personal loyalty to employee 
.Fun appreciation for work don 
.Tactful discipline
.Sympathetic help with personal problem
.Perks (i.e. ski passes, discounts, etc.) 
.Good wage
.JobSecurit 
.Interesting wor 
.Good working condition
Thank you for your assistance
Page 2
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APPENDIX E
Vail Valley Employee Survey
P lease Read
Dear Hotel Employee:
Participation in this survey is on a voluntary basis. P lease  note that you are assured of 
complete confidentiality. The surveys are administered for research purposes only. No 
information regarding specific properties will be disclosed. You may withdraw from 
completing this survey at any time. For questions involving the rights of research 
subjects, contact the Office of Sponsored Programs, (702) 895-1357, at the University 
of Nevada, Las Vegas.
The Vail Valley Employee Survey should take approximately 20 minutes to complete. 
Upon completion of the survey, place the survey in the envelope, seal It, and 
return It to your supervisor.
If you have any questions regarding the administration of this survey, you may contact 
the researcher, Lisa Ward, at (970) 926-0265, between January 6“* to M®’.
Thank you for your assistance.
Lisa Anne Ward 
M aster’s Candidate
William F. Harrah College of Hotel Administration 
University of Nevada, Las Vegas
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APPENDIX F
Vail Valley M anager Survey
P lease  Read
D ear Hotel M anager/Supervisor
Participation in this survey is on a voluntary basis. P lease note that you are  assured  of 
com plete confidentiality. The surveys are administered for research purposes only. No 
information regarding specific properties will be disclosed. You may withdraw from 
completing this survey at any time. For questions involving the rights of research 
subjects, contact the Office of Sponsored Programs, (702) 895-1357, at the University 
of Nevada, Las Vegas.
The Vail Valley M anager Survey should take approximately 10 minutes to complete. 
U pon com pletion  o f th e  survey, p lace th e  survey  in th e  envelope, sea l It, and  
re tu rn  It to  the  su rvey  adm inistrator.
If you have any questions regarding the administration of this survey, you may contact 
the researcher, Lisa Ward, at (970) 926-0265, between January 6“’ to 14“^ .
Thank you for your assistance.
Lisa Anne Ward 
M aster's Candidate
William F. Harrah College of Hotel Administration 
University of Nevada, Las Vegas
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APPENDIX G 
Directions for Survey Administration
D ear Survey Administrator
P le a se  m ake th e se  directions available to all em p loyees and m anagers.
Participation in this survey is on a voluntary basis. P lea se  note that you are assured  o f  com plete  
confidentiality. The surveys are administered for research purposes only. No information regarding specific 
properties will b e  disclosed. For questions involving the rights of research subjects, contact the Office of 
Sponsored Programs, (702) 895-1357, at the University o f Nevada, Las V egas.
1. P lease  distribute one Vail Valley Employee Survey to each  em ployee in the following positions;
Front d esk  clerk
Bellstaff
Valet
Waitstaff (for restaurants m anaged by the hotel property)
Concierge/G uest Services
2. The Vail Valley Employee Survey should take approximately 25 minutes to com plete. Upon completion 
of the survey, direct each  em ployee to return the survey to the enclosed  manila en velop  labeled  
“com pleted em ployee surveys."
3. P lea se  distribute one Vail Valley Manager Survey to each  manager/supervisor that directly or indirectly 
(to include General Manager, Human R esource Manager, and Assistant Manager) su p erv ises the 
following departments;
Front Office
Bellstaff
Valet
Food and Beverage (for restaurants m anaged by the hotel property)
Concierge/G uest Services
4. The Vail Valley Manager Survey should take approximately 20 minutes to com plete. Upon completion  
of the survey, p lease direct managers and supervisors to return the survey to the manila en velope  
labeled “com pleted manager surveys."
P le a se  be sure to keep the Manager Survey and the Em ployee Survey separate.
If you have any questions regarding the administration of this survey, you may contact the researcher, Lisa 
Ward, at (970) 926-0265, between January 6*^ to 1 4 ^ .
Thank you for your assistance.
Lisa Anne Ward 
M aster’s  Candidate
William F. Harrah College of Hotel Administration 
University of N evada, Las V egas
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APPENDIX H
January 30, 1998 
Ms. Jill Smith
Director of Human R esources 
XYZ Lodge 
455 Ski Road 
Vail, CO 81657
D ear Ms. Smith;
I am writing to thank you for your participation in the Vail Valley Study. The responses 
received already indicate som e interesting findings. While the response throughout the 
Valley has been exceptional, I do not have sufficient data on your property.
Presently, I h a v e  of th e  manager surveys distributed equaling % of your
m anagers and supervisors. In addition, I h a v e  of th e  employee surveys
distributed equaling % of your employees. Given the low response, I will be unable
to furnish you with significant results regarding your specific property.
I have enclosed copies of the Vail Valley Employee Survey and the Vail Valley Manager 
Survey for your convenience. Please fonward additional completed surveys to:
Lisa Anne Ward
1770 N. G reen Valley Parkway #2726 
Henderson, NV 89014
As previously stated, the results of this study will be forwarded to you in spring 1998. If 
you have any questions, please contact me at (702) 269-6510.
Thank you for your assistance.
Sincerely,
Lisa Anne Ward 
M aster's Candidate
William F. Harrah College of Hotel Administration 
University of Nevada, Las Vegas
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APPENDIX I
FREQUENCY ANALYSIS FOR MOTIVATION ORIENTATION STATEMENTS 
Table I
Frequency Analysis for Ouestion #1 : I am not concerned about what other people think 
of my work.
Frequency Percent
Valid
Percent
Cumulatiy 
e Percent
Valid Neyer or almost neyer true 93 44.3 44.3 44.3
Usually not true 48 22.9 22.9 67.1
Usually true 28 13.3 13.3 80.5
Always or almost always 41 19.5 19.5 100.0
true
Total 210 100.0 100.0
Missing 999 (system missing) 0 0.0
Total 0 0.0
Total 210 100.0
156
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Table 2
Frequency Analysis for Ouestion #2: ‘"I prefer having someone set clear goals for me in 
my work.
Valid Cumulatiy
Frequency Percent Percent e Percent
Valid Never or almost never true 41 19.5 19.6 19.6
Usually not true 72 34.3 34.4 54.1
Usually true 69 32.9 33.0 87.1
Always or almost always 27 12.9 12.9 100.0
true
Total 209 99.5 100.0
Missing 999 (system missing) 1 .5
Total 1 .5
Total 210 100.0
Table 3
Frequency Analysis for Ouestion #3: The more difficult the oroblem. the more I enjoy
trying to solve it.
Valid Cumulatiy
Frequency Percent Percent e Percent
Valid Never or almost never true 8 3.8 3.8 3.8
Usually not true 23 11.0 11.1 14.9
Usually true 104 49.5 50.0 64.9
Always or almost always 73 34.8 35.1 100.0
true
Total 208 99.0 100.0
Missing 999 (system missing) 2 1.0
Total 2 1.0
Total 210 100.0
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Table 4
Frequency Analysis for Ouestion #4: I am keenly aware of the income goals I have for 
myself.
Frequency Percent
Valid
Percent
Cumulatiy 
e Percent
Valid Never or almost never true 9 4.3 4.3 4.3
Usually not true 31 14.8 14.8 19.0
Usually true 83 39.5 39.5 58.6
Always or almost always 87 41.4 41.4 100.0
true
Total 210 100.0 100.0
Missing 999 (system missing) 0 0.0
Total 0 0.0
Total 210 100.0
Table 5
Frequency Analysis for Ouestion #5: I want my work to nroyide me with coportunities 
for increasing my knowledge and skills.
Frequency Percent
Valid
Percent
Cumulatiy 
e Percent
Valid Never or almost never true 3 1.4 1.4 1.4
Usually not true 11 5.2 5.3 6.8
Usually true 59 28.1 28.5 35.3
Always or almost always 134 63.8 64.7 100.0
true
Total 207 98.6 100.0
Missing 999 (system missing) 3 1.4
Total 3 1.4
Total 210 100.0
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Table 6
Frequency Analysis for Ouestion #6: To me. success means doing better than other 
people.
Frequency Percent
Valid
Percent
Cumulatiy 
e Percent
Valid Never or almost never true 42 20.0 20.2 20.2
Usually not true 76 36.2 36.5 56.7
Usually true 55 26.2 26.4 83.2
Always or almost always 35 16.7 16.8 100.0
true
Total 208 99.0 100.0
Missing 999 (system missing) 2 1.0
Total 2 1.0
Total 210 100.0
Table 7
Frequency Analysis for Ouestion #7: 1 prefer to figure things out for myself.
Frequency Percent
Valid
Percent
Cumulatiy 
e Percent
Valid Never or almost never true 4 1.9 1.9 1.9
Usually not true 25 11.9 12.1 14.0
Usually true 105 50.0 50.7 64.7
Always or almost always 73 34.8 35.3 100.0
true
Total 207 98.6 100.0
Missing 999 (system missing) 3 1.4
Total 3 1.4
Total 210 100.0
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Table 8
Frequency Analysis for Ouestion #8: No matter what the outcome of a task. 1 am 
satisfied if 1 feel I gained a new experience.
Frequency Percent
Valid
Percent
Cumulatiy 
e Percent
Valid Never or almost never true 1 .5 .5 .5
Usually not true 38 18.1 18.3 18.8
Usually true 108 51.4 51.9 70.7
Always or almost always 61 29.0 29.3 100.0
true
Total 208 99.0 100.0
Missing 999 (system missing) 2 1.0
Total 2 1.0
Total 210 100.0
Table 9
Frequency Analysis for Question #9: I enioy relatively simple, straightforward tasks.
Frequency Percent
Valid
Percent
Cumulatiy 
e Percent
Valid Never or almost never true 26 12.4 12.5 12.5
Usually not true 85 40.5 40.9 53.4
Usually true 75 35.7 36.1 89.4
Always or almost always 22 10.5 10.6 100.0
true
Total 208 99.0 100.0
Missing 999 (system missing) 2 1.0
Total 2 1.0
Total 210 100.0
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Table 10
Frequency Analysis for Question #10: I am keenly aware of the promotion goals I have 
for myself.
Valid Cumulatiy
Frequency Percent Percent e Percent
Valid Never or almost never true 8 3.8 3.9 3.9
Usually not true 43 20.5 21.0 24.9
Usually true 87 41.4 42.4 67.3
Always or almost always 67 31.9 32.7 100.0
true
Total 205 97.6 100.0
Missing 999 (system missing) 5 2.4
Total 5 2.4
Total 210 100.0
Table 11
Frequency Analysis for Ouestion #11: Curiosity is the driving force behind much of what
I do.
Valid Cumulatiy
Frequency Percent Percent e Percent
Valid Never or almost never true 8 3.8 3.8 3.8
Usually not true 61 29.0 29.3 33.2
Usually true 95 45.2 45.7 78.8
Always or almost always 44 21.0 21.2 100.0
true
Total 208 99.0 100.0
Missing 999 (system missing) 2 1.0
Total 2 1.0
Total 210 100.0
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Table 12
Frequency Analysis for Ouestion #12: 1 am less concerned with what kind of work I do
than what I get for it.
Frequency Percent
Valid
Percent
Cumulatiy 
e Percent
Valid Never or almost never true 75 35.7 36.4 36.4
Usually not true 75 35.7 36.4 72.8
Usually true 46 21.9 22.3 95.1
Always or almost always 10 4.8 4.9 100.0
true
Total 206 98.1 100.0
Missing 999 (system missing) 4 1.9
Total 4 1.9
Total 210 100.0
Table 13
Frequency Analysis for Question #13: I eniov tackling problems tliat are completely new 
to me.
Frequency Percent
Valid
Percent
Cumulatiy 
e Percent
Valid Never or almost never true 3 1.4 1.4 1.4
Usually not true 13 6.2 6.3 7.7
Usually true 126 60.0 60.6 68.3
Always or almost always 66 31.4 31.7 100.0
true
Total 208 99.0 100.0
Missing 999 (system missing) 2 1.0
Total 2 1.0
Total 210 100.0
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Table 14
Frequency Analysis for Question #14: I prefer work I know I can do well over work that 
stretches my abilities.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 27 12.9 13.0 13.0
Usually not true 89 42.4 43.0 56.0
Usually true 76 36.2 36.7 92.8
Always or almost always 15 7.1 7.2 100.0
true
Total 207 98.6 100.0
Missing 999 (system missing) 3 1.4
Total 3 1.4
Total 210 100.0
Table 15
Frequency Analysis for Question #15: I am concerned about how other people are going 
to react to my ideas.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 22 10.5 10.6 10.6
Usually not true 56 26.7 26.9 37.5
Usually true 101 48.1 48.6 86.1
Always or almost always 29 13.8 13.9 100.0
true
Total 208 99.0 100.0
Missing 999 (system missing) 2 1.0
Total 2 1.0
Total 210 100.0
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Table 16
Frequency Analysis for Question #16: I seldom think about wages and promotion.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 64 30.5 30.9 30.9
Usually not true 97 46.2 46.9 77.8
Usually true 37 17.6 17.9 95.7
Always or almost always 9 4.3 4.3 100.0
true
Total 207 98.6 100.0
Missing 999 (system missing) 3 1.4
Total 3 1.4
Total 210 100.0
Table 17
Frequency Analysis for Question #17: 1 am comfortable when 1 can set mv own goals.
Valid Cumulativ
Frequency Percent Percent e Percent
Valid Never or almost never true 5 2.4 2.4 2.4
Usually not true 20 9.5 9.7 12.1
Usually true 126 60.0 61.2 73.3
Always or almost always 55 26.2 26.7 100.0
true
Total 206 98.1 100.0
Missing 999 (system missing) 4 1.9
Total 4 1.9
Total 210 100.0
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Table 18
Frequency Analysis for Question #18: I believe that there is no point in doing a good iob 
if nobody else knows about it.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 93 44.3 45.1 45.1
Usually not true 93 44.3 45.1 90.3
Usually true 13 6.2 6.3 96.6
Always or almost always 7 3.3 3.4 100.0
true
Total 206 98.1 100.0
Missing 999 (system missing) 4 1.9
Total 4 1.9
Total 210 100.0
Table 19
Frequency Analysis for Question #19: 1 am strongly motivated by the money I can earn.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 10 4.8 4.8 4.8
Usually not true 47 22.4 22.5 27.3
Usually true 97 46.2 46.4 73.7
Always or almost always 55 26.2 26.3 100.0
true
Total 209 99.5 100.0
Missing 999 (system missing) 1 .5
Total 1 .5
Total 210 100.0
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Table 20
Frequency Analysis for Question #20: It is imoortant for me to be able to do what 1 most
enjoy.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 2 1.0 1.0 1.0
Usually not true 6 2.9 2.9 3.8
Usually true 84 40.0 40.2 44.0
Always or almost always 117 55.7 56.0 100.0
true
Total 209 99.5 100.0
Missing 999 (system missing) 1 .5
Total I .5
Total 210 100.0
Table 21
Frequency Analysis for Question #21: 1 prefer working on tasks with clearly defined 
procedures.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 9 4.3 4.4 4.4
Usually not true 48 22.9 23.4 27.8
Usually true 107 51.0 52.2 80.0
Always or almost always 41 19.5 20.0 100.0
true
Total 205 97.6 100.0
Missing 999 (system missing) 5 2.4
Total 5 2.4
Total 210 100.0
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Table 22
Frequency Analysis for Question #22: As long as 1 can do what I eniov. 1 am not that 
concerned about exactly what 1 am paid.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 29 13.8 14.1 14.1
Usually not true 81 38.6 39.3 53.4
Usually true 73 34.8 35.4 88.8
Always or almost always 23 11.0 11.2 100.0
true
Total 206 98.1 100.0
Missing 999 (system missing) 4 1.9
Total 4 1.9
Total 210 100.0
Table 23
Frequency Analysis for Question #23: I enioy doing work that is so absorbing that 1 
forget about everything else.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 20 9.5 9.7 9.7
Usually not true 54 25.7 26.2 35.9
Usually true 90 42.9 43.7 79.6
Always or almost always 42 20.0 20.4 100.0
true
Total 206 98.1 100.0
Missing 999 (system missing) 4 1.9
Total 4 1.9
Total 210 100.0
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Table 24
Frequency Analysis for Question #24: I am strongly motivated by the recognition I can 
earn from other people.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 13 6.2 6.3 6.3
Usually not true 65 31.0 31.3 37.5
Usually true 79 37.6 38.0 75.5
Always or almost always 51 24.3 24.5 100.0
true
Total 208 99.0 100.0
Missing 999 (system missing) 2 1.0
Total 2 1.0
Total 210 100.0
Table 25
Frequency Analysis for Question #25: I have to feel that I am earning something for what 
I do.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 7 3.3 3.4 3.4
Usually not true 41 19.5 19.9 23.3
Usually true 109 51.9 52.9 76.2
Always or almost always 49 23.3 23.8 100.0
true
Total 206 98.1 100.0
Missing 999 (system missing) 4 1.9
Total 4 1.9
Total 210 100.0
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Table 26
Frequency Analysis for Question #26: I eniov trying to solve complex problems.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 0 0.0 0.0 0.0
Usually not true 24 11.4 11.5 11.5
Usually true 114 54.3 54.5 66.0
Always or almost always 71 33.8 34.0 100.0
true
Total 209 99.5 100.0
Missing 999 (system missing) 1 .5
Total 1 .5
Total 210 100.0
Table 27
Frequency Analysis for Question #27: It is important for me to have an outlet for self-
expression.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 1 .5 .5 .5
Usually not true 26 12.4 12.4 12.9
Usually true 102 48.6 48.8 61.7
Always or almost always 80 38.1 38.3 100.0
true
Total 209 99.5 100.0
Missing 999 (system missing) 1 .5
Total 1 .5
Total 210 100.0
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Table 28
Frequency Analysis for Question #28: 1 want to find out how good 1 really can be at my
work.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 1 .5 .5 .5
Usually not true 15 7.1 7.3 7.8
Usually true 102 48.6 49.5 57.3
Always or almost always 88 41.9 42.7 100.0
true
Total 206 98.1 100.0
Missing 999 (system missing) 4 1.9
Total 4 1.9
Total 210 100.0
Table 29
Frequency Analysis for Question #29: I want other people to find out how good I am at 
my work.
Valid Cumulativ
Frequency Percent Percent e Percent
Valid Never or almost never true 10 4.8 4.9 4.9
Usually not true 48 22.9 23.4 28.3
Usually true 83 39.5 40.5 68.8
Always or almost always 64 30.5 31.2 100.0
true
Total 205 97.6 100.0
Missing 999 (system missing) 5 2.4
Total 5 2.4
Total 210 100.0
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Table 30
Frequency Analysis for Question #30: What matters most to me is enjoying what I do.
Frequency Percent
Valid
Percent
Cumulativ 
e Percent
Valid Never or almost never true 4 1.9 1.9 1.9
Usually not true 9 4.3 4.3 6.2
Usually true 70 33.3 33.5 39.7
Always or almost always 126 60.0 60.3 100.0
true
Total 209 99.5 100.0
Missing 999 (system missing) 1 .5
Total 1 .5
Total 210 100.0
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APPENDIX J
SCHEFFE POST-HOC TESTS FOR WHAT EMPLOYEES 
WANT FROM THEIR WORK 
N=174 for all post-hoc test results 
Table 1
Scheffe Post-Hoc Test for Question #1 and Good Wages
(1) how (J) how 95% Confidence
long have long have Mean Interval
Dependent you lived you lived Difference Std. Lower Upper
Variable in Vail in Vail (I-J) Error Sig. Bound Bound
Good wages 0 to 4 
months
5 to 9 
months
-1.45 .578 .103 -3.08 .18
10 to 14 .41 .650 .942 -1.43 2.24
months
Qver 14 .47 .350 .613 -.52 1.46
months
5 to 9 0 to 4 1.45 .578 .103 -.18 3.08
months months
10 to 14 1.85 .762 .120 -.30 4.01
months
Qver 14 1.92* .530 .005 .42 3.41
months
10 to 14 0 to 4 -.41 .650 .942 -2.24 1.43
months months
5 to 9 -1.85 .762 .120 -4.01 .30
months
Qver 14 6.43E- .608 1.00 -1.65 1.78
months 02
172
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Table la
Homogeneous Subsets for Question #1 and Good 
Wages
How long have you Subset for alpha = .05
lived in the Vail
Valley? N 1 2
Qver 14 months 106 2.48
10 to 14 months 11 2.55
0 to 4 months 42 2.95 2.95
5 to 9 months 15 4.40
Sig. .889 .118
Table 2
Scheffe Post-Hoc Test for Question #2 and Perks (i.e. ski passes, discounts!
(I) how (J) how 95% Confidence
often do often do Interval
you ski you ski Mean
Dependent
Variable
per
month
per
month
Difference
a-j)
Std.
Error Sig.
Lower
Bound
Upper
Bound
Perks 1 do not 
ski
0 t o 7  
times per 
month
2.61* .656 .002 .75 4.46
8 to 16 3.66* .703 .000 1.68 5.65
times per
months
Qver 16 4.82* .677 .000 2.90 6.73
times per
month
0 to 7 1 do not -2.61* .656 .002 -4.46 -.75
times per ski
month
8 to 16 1.06 .563 .319 -.53 2.65
times per 
month
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8 to 16 
times per 
month
Over 16 
days per 
month
2.21* .531 .001 .71 3.71
1 do not 
ski
0 to 7 
times per 
month 
Over 16 
times per 
month
-3.66* .703 .000 5.65 -1.68
•1.06 .563 .319 -2.65 .53
1.15 .587 .283 -.51 2.81
Table 2a
Homogeneous Subsets for Question #2 and Perks 
How often do you Subset for alpha = .05
N 1
Qver 16 times per month 49 4.22
8 to 16 times per month 40 5.38 5.38
0 to 7 times per month 60 2.95 6.43
I do not ski 25 9.04
Sig. .335 .412 1.000
Table 3
Scheffe Post-Hoc Test for Question #2 and Job Security
Dependent
Variable
(I) how 
often do 
you ski 
per 
month
(J) how 
often do 
you ski 
per 
month
Mean
Difference
(I-J)
Std.
Error Sig.
95% Confidence 
Interval
Lower Upper 
Bound Bound
Job Security 1 do not 0 t o 7 -1.73 .630 .059 -3.51 4.46E-
ski times per 02
month
8 to 16 -2.40* .674 .007 -4.30 -.50
times per 
months
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times per 
month
-2.20* .650 .011 -4.04
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-36
0 to 7 
times per
1 do not 
ski
1.73 .630 .059 -4.46E-
02
3.51
month
8 to 16 
times per 
month
-.67 .540 .677 -2.19 .86
Qver 16 
days per 
month
-.47 .509 .840 -1.90 .97
8 to 16 
times per
1 do not 
ski
2.40* .674 .007 .50 4.30
month
0 t o7  
times per 
month
.67 .540 .677 -.86 2.19
Qver 16 
times per 
month
.20 .564 .989 -1.39 1.79
Table 3a
Homogeneous Subsets for Question #2 and Job Security
How often do you 
snowboard/ski per month N
Subset for alpha = .05 
1 2
I do not ski 25 3.80
0 to 7 times per month 60 5.53
Qver 16 times per month 49 6.00
8 to 16 times per month 40 6.20
Sig. 1.000 .743
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Table 4
Scheffe Post-Hoc Test for Question #3 and Perks (i.e. ski passes, discounts)
(I) what (J) what
was your 
primary 
reason for
was your 
primary 
reason for Mean
95% Confidence 
Interval
Dependent
Variable
moving to 
Vail
moving to 
Vail
Difference
(I-J)
Std.
Error Sig.
Lower
Bound
Upper
Bound
Perks To get 
involved 
in the ski 
industry
To ski 1.12 .644 .577 -.89 3.12
I grew up 2.40 1.566 .673 -2.48 7.28
here
Moimtains/ -2.55 .920 .109 -4.56 1.70
Surroimdings
Qther -1.24 .662 .480 -3.30 .82
To ski To get 
involved 
in the ski 
industry
-1.12 .644 .557 -3.12 .89
I grew up 1.28 1.514 .949 -3.43 6.00
here
Mountains/
Surroundings
-2.55 .920 .109 -5.42 .32
Qther 2.36* .524 .001 -3.99 -.72
1 grew up 
here
To get 
involved 
in the ski 
industry
-2.40 1.566 .673 -7.28 2.48
To ski -1.28 1.514 .949 -6.00 3.43
Mountains/
Surroundings
-3.83 1.699 .283 -9.13 1.46
Qther -3.64 1.521 .226 -8.38 1.10
Mtns./Sur-
roundings
To get 
involved 
in the ski 
industry
1.43 1.005 .730 -1.70 4.56
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To ski 
I grew up 
here 
Other
2.55 .920 .109 -.32
3.83 1.699 .283 -1.46
.20 .933 1.000 -2.71
5.42
9.13
3.10
Table 4a
Homogeneous Subsets for Question #3 and Perks
Why did you move to 
the Vail Valley? N
Subset for alpha = .05 
1 2
I grew up here 4 3.50
To ski 69 4.78 4.78
To get involved in the 30 5.90 5.90
ski industry
Qther 58 7.14 7.14
Mountains/Surroundings 12 7.33
Sig. .052 .322
Table 5
Scheffe Post-Hoc Test for Question #4 and Interesting work
Dependent
Variable
(I) what 
is your 
hourly 
wage
(J) what 
is your 
hourly 
wage
Mean
Difference
(I-J)
Std.
Error Sig.
95% Confidence 
Interval 
Lower Upper 
Bound Bound
Interesting Below $7.50 to 2.28* .798 .047 2.36E- 4.53
work $7.50 $8.99 per 02
hour
$9.00 to .68 .748 .845 -1.44 2.79
$10.49
Qver 1.33 .743 .362 -.77 3.43
$10.49
per hour
$7.50 to Below -2.28 .798 .047 -4.53 -2.36E-
$8.99 per $7.50 per 02
hour hour
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$9.00 to -1.60 .589 .064 -3.26 6.00E-
$10.49 02
per hour
Over -.94 .583 .455 -2.59 .70
$10.49
per hour
$9.00 to Below ^68 J48 !S45 -2.79 ÏÂ4~
$10.49 $7.50 per
per hour hour
$7.50 to 1.60 .589 .064 -6.00E- 3.26
$8.99 per 02
hour
Over .66 .511 .648 -.79 2.10
$10.49
per hour
Table 5a
Homogeneous Subsets for Question #4 and Interesting Work
What are your hourly Subset for alpha = .05
wages? N 1 2
$7.50 to $8.99 per hour 36 3.89
Qver $10.49 per hour 60 4.83 4.83
$9.00 to $10.49 per hour 57 5.49 5.49
Below $7.50 per hour 18 6.17
Sig. .131 .270
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Table 6
Scheffe Post-Hoc Test for Question #5 and Good Wages
Dependent
Variable
(I) what 
position 
do you 
hold
(J) what 
position 
do you 
hold
Mean 
Difference Std. 
(I-J) Error Sig.
95% Confidence 
Interval 
Lower Upper 
Bound Bound
Good wages Front BellstafF -.12 .554 1.000 -1.99 1.74
desk Valet/
clerk Shuttle
Driver
Waitstaff/ -.22 .389 .997 -1.53 1.09
Bartender
Concierge .13 .529 1.000 -1.66 1.91
/Guest
Services
Res. -1.96 .622 .085 -4.05 .14
Agent
Spa Staff 1.07 .703 .802 -1.30 3.44
Bellstafïï Front .12 .554 1.000 -1.74 1.99
Valet/ Desk
Shuttle Clerk
Driver
Waitstaff -9.44E- .572 1.000 -2.02 1.83
/Bartende 02
r
Concierge .25 .675 1.000 -2.03 2.53
/ Guest
Services
Res. -1.83 .750 .314 -4.36 .70
Agent
Spa Staff 1.19 .818 .830 -1.56 3.95
Waitstaff Front .22 .389 .997 -1.09 1.53
/Bartende Desk
r Clerk
Bellstafft 9.44E- .572 1.000 -1.83 2.02
Valet/ 02
Shuttle
Driver
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Concierge
/Guest
Services
Res.
Agent 
Spa Staff
.34
-1.74
1.29
.548
.638
.717
.995
.198
.665
-1.50
-3.89
-1.13
2.19
.41
3.71
Concierge Front -.13 .529 1.000 -1.91 1.66
/Guest
Services
Desk
Clerk
Bellstafft -.25 .675 1.000 -2.53 2.03
Valet/
Shuttle
Driver
Waitstaff -.34 .548 .995 -2.19 1.50
/Bartende
r
Res. -2.08 .732 .158 -4.55 .38
Agent 
Spa Staff .94 .802 .925 -1.76 3.65
Res. Front 1.96 .622 .085 -.14 4.05
Agent Desk
Clerk
Bellstafft 1.83 .750 .314 -.70 4.36
Valet/
Shuttle
Driver
Waitstaff 1.74 .638 .198 -.41 3.89
/Bartende
r
Concierge 2.08 .732 .158 -.38 4.55
/Guest 
Services 
Spa Staff 3.03* .866 .037 .11 5.95
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What position do you hold?
N
Subset for alpha 
1
= .05 
2
Spa staff 9 1.56
Concierge/guest services 18 2.50 2.50
Front desk clerk 59 2.63 2.63
BellstafD'valet/shuttle drivers 16 2.75 2.75
Waitstaff/bartenders 45 2.84 2.84
Reservations agents 12 4.58
Sig. .599 .094
Table 7
Scheffe Post-Hoc Test for Question #5 and Interesting Work
Dependent
Variable
(1) what 
position 
do you 
hold
(J) what 
position 
do you 
hold
Mean
Difference
(I-J)
Std.
Error Sig.
95% Confidence 
Interval 
Lower Upper 
Bound Bound
Interesting Front BellstafF -2.25 .758 .123 -4.81 .30
work desk Valet/
clerk Shuttle
Driver
Waitstafft -.84 .532 .777 -2.64 .95
Bartender
Concierge 1.06 .724 .829 -1.38 3.50
/Guest
Services
Res. .14 .852 1.000 -2.73 3.01
Agent
Spa Staff -1.66 .962 .702 -4.91 1.58
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Shuttle Clerk
Driver
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/Bartende
r
Concierge
/ Guest
Services
Res.
Agent
Spa Staff
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2.25 .758 .123 -.30 4.81
1.41 .783 .661 -1.23 4.05
331* .924 .029 .20 6.43
2.40 1.027 .369 -1.07 5.86
.59 1.121 .998 -3.19 4.37
Waitstaff Front .84 .532 .777 -.95 2.64
/Bartende Desk
r Clerk
Bellstaff -1.41 .783 .661 -4.05 1.23
Valet/
Shuttle
Driver
Concierge 1.90 .750 .274 -.63 4.43
/Guest
Services
Res. .98 .874 .938 -1.96 3.93
Agent
Spa Staff -.82 .982 .983 -4.13 2.49
Concierge Front -1.06 .724 .829 -3.50 1.38
/Guest Desk
Services Clerk
Bellstaff -331* .924 .029 -6.43 -.20
Valet/
Shuttle
Driver
Waitstaff -1.90 .750 .274 -4.43 .63
/Bartende
r
Res. -.92 1.002 .974 -4.30 2.46
Agent
Spa Staff -2.72 1.098 .298 -6.42 .98
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Res.
Agent
Front
Desk
Clerk
Bellstaff/
Valet/
Shuttle
Driver
Waitstaff
/Bartende
r
Concierge 
/Guest 
Services 
Spa Staff
-.14 .852 1.000 -3.01 2.73
-2.40 1.027 .369 -5.86 1.07
-.98 .874 .938 -3.93 1.96
.92 1.002 .974 -2.46 4.30
■1.81 1.186 .803 -5.80 2.19
Table 7a
Homogeneous Subsets for Question #5 and Interesting Work
What position do you hold?
N
Subset for alpha 
1
= .05 
2
Concierge/guest services 18 3.50
Reservations agents 12 4.42 4.42
Front desk clerk 59 4.56 4.56
Waitstaff/bartenders 45 5.40 5.40
Spa staff 9 6.22 6.22
Bellstaff valet/shuttle drivers 16 6.81
Sig. .127 .245
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Table 8
Scheffe Post-Hoc Test for Question #6 and Perks fi.e. ski oasses. discounts)
Dependent
Variable
(I) do 
you 
intend to 
leave
(J)do 
you 
intend to 
leave
Mean
Difference
(I-J)
Std.
Error Sig.
95% Confidence 
Interval 
Lower Upper 
Bound Bound
Perks Yes No
Unsure
-1.86*
-.83
.609
.775
.011
.566
-3.36
-2.74
-.35
1.09
No Yes
Unsure
1.86*
1.03
.609
.632
.011
.268
.35
-.53
3.36
2.59
Table 8a
Homogeneous Subsets for Question #6 and Perks
Do you intend to leave the 
Vail Valley at the end of the 
ski season? N
Subset for alpha = .05
1 2
Yes 33 4.61
Unsure 30 5.43 5.43
No 110 4.56 6.46
Sig. .475 .316
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Table 9
Scheffe Post-Hoc Test for Question #6 and Promotion and Growth Within the
Qrganization
Dependent
Variable
(I) do 
you 
intend to 
leave
(J)do 
you 
intend to 
leave
Mean
Difference
(I-J)
Std.
Error Sig.
95% Confidence 
Interval 
Lower Upper 
Bound Bound
Promotion Yes No 2.09* .574 .002 .67 3.50
and 
growth 
within the 
organizati 
on
Unsure .48 .729 .804 -1.32 2.28
No Yes
Unsure
-2.09*
-1.61*
.574
.595
.002
.028
-3.50
-3.08
-.67
-.14
Table 9a
Homogeneous Subsets for Question #6 and Promotion and Growth 
Within the Qrganization
Do you intend to leave the 
Vail Valley at the end of the 
ski season?
Subset for alpha = .05
N 1 2
No 110 5.43
Unsure 30 7.03
Yes 33 7.52
Sig. 1.000 .751
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APPENDIX K
SCHEFFE POST-HOC TESTS FOR MOTIVATION ORIENTATION FACTORS
N=174 for all post-hoc results
Table 1
Scheffe Post-Hoc Test for Challenge Orientation and Interesting Work
(I) (J) 95% Confidence
challenge challenge Mean Interval
Dependent orientation orientation Difference Std. Lower Upper
Variable range range (I-J) Error Sig. Bound Bound
Interesting 1.501 to 2.001 to -.38 2.183 1.000 -7.17 6.42
work 2.000 2.500
2.501 to 2.34 1.995 .847 -3.87 8.56
3.000
3.001 to 2.66 1.975 .769 -3.49 8.82
3.500
3.501 to 3.21 2.009 .637 -3.05 9.46
4.000
2.001 to 1.501 to .38 2.183 1.000 -6.42 7.17
2.500 2.000
2.501 to 2.72 1.059 .165 -.58 6.02
3.000
3.001 to 3.04 1.021 .069 -.14 6.22
3.500
3.501 to 3.58* 1.085 .031 .20 6.96
4.000
2.501 to 1.501 to -2.34 1.995 .847 -8.56 3.87
3.000 2.000
2.001 to -2.72 1.059 .165 -6.02 .58
2.500
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3.001 to 1.501 to
3.500 2.000
2.001 to
2.500
2.501 to
3.000
3.501 to
4.000
-2.66 1.975 .769 -8.82 3.49
-3.04 1.021 .069 -6.22 .14
-.32 .509 .983 -1.91 1.26
.54 .560 .919 -1.20 2.29
Table la
Homogeneous Subsets for Challenge Orientation and Interesting Work
Subset for alpha = .05
Challenge Orientation N 1
3.501 to 4.000 34 4.29
3.001 to 3.500 85 4.84
2.501 to 3.000 45 5.16
1.501 to 2.000 2 7.50
2.001 to 2.500 8 7.88
Sig. .196
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Table 2
Scheffe Post-Hoc Test for Eniovment Orientation and Svmnathetic Hein with
Personal Problems
Dependent
Variable
(I)
enjoyment
orientation
range
(J)
enjoyment
orientation
range
Mean
Difference
a-j)
Std.
Error Sig.
95% Confidence 
Interval 
Lower Upper 
Bound Bound
Sympathetic
help with
personal 1.501 to 2.001 to 1.54 1.071 .722 -1.79 4.88
problems 2.000 2.500
2.501 to -.20 .843 1.000 -2.83 2.42
3.000
3.001 to -.88 .848 .896 -3.53 1.76
3.500
3.501 to -.35 .974 .998 -3.38 2.68
4.000
2.001 to 1.501 to -1.54 1.071 .722 -4.88 1.79
2.500 2.000
2.501 to -1.75 .720 .214 -3.99 .50
3.000
3.001 to -2.43* .727 .028 -4.69 -.16
3.500
3.501 to -1.89 .870 .320 -4.60 .82
4.000
2.501 to 1.501 to .20 .843 1.000 -2.42 2.83
3.000 2.000
2.001 to 1.75 .720 .214 -.50 3.99
2.500
3.001 to -.68 .301 .278 -1.62 .25
3.500
3.501 to -.15 .565 .999 -1.91 1.61
4.000
3.001 to 1.501 to .88 .848 .896 -1.76 3.53
3.500 2.000
2.001 to 2.43* .727 .028 .16 4.69
2.500
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
2.501 to
3.000
3.501 to
4.000
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.68
.53
.301
.574
.278
.929
-.25
-1.25
1.62
2.32
Table 2a
Homogeneous Subsets for Enjoyment Orientation and Sympathetic 
Help with Personal Problems
Enjoyment Orientation N
Subset for alpha = .05 
“1  2
2.001 to 2.500 7 7.86
1.501 to 2.000 5 9.40 9.40
2.501 to 3.000 83 9.60 9.60
3.501 to 4.000 12 9.75 9.75
3.001 to 3.500 67 10.28
Sig. .212 .863
Table 3
Scheffe Post-Hoc Test for Intrinsic Orientation and Sympathetic Help with
Personal Problems
(I) (J) 95% Confidence
intrinsic intrinsic Mean Interval
Dependent orientation orientation Difference Std. Lower Upper
Variable range range (I-J) Error Sig. Bound Bound
Sympathetic 
help with
personal 1.501 to 2.001 to
problems 2.000 2.500 3.00 1.476 392 -1.60 7.60
2.501 to 1.26 1.324 .923 -2.86 5.39
3.000
3.001 to 1.25 1.317 .925 -2.85 5.35
3.500
3.501 to .43 1.357 .999 -3.79 4.66
4.000
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2.001 to 1.501 to -3.00 1.476 .392 -7.60 1.60
2.500 2.000
2.501 to -1.74 .737 .240 -4.03 .56
3.000
3.001 to -1.75 .724 .215 -4.01 .50
3.500
3.501 to -2.57* .795 .038 -5.04 -9.07E-
4.000 02
2.501 to 1.501 to -1.26 1.324 .923 -5.39 2.86
3.000 2.000
2.001 to 1.74 .737 .240 -.56 4.03
2.500
3.001 to -1.61E- .315 1.000 -1.00 .97
3.500 02
3.501 to -.83 .455 .508 -2.24 .59
4.000
3.001 to 1.501 to -1.25 1.317 .925 -5.35 2.85
3.500 2.000
2.001 to 1.75 .724 .215 -.50 4.01
2.500
2.501 to 1.61E- .315 1.000 -.97 1.00
3.000 02
3.501 to -81 .433 .476 -2.16 .54
4.000
Table 3a
Homogeneous Subsets for Intrinsic Orientation and Sympathetic Help 
with Personal Problems
Subset for alpha = .05
Intrinsic Orientation N 1
2.001 to 2.500 7 8.00
2.501 to 3.000 57 9.74
3.001 to 3.500 85 9.75
3.501 to 4.000 23 10.57
1.501 to 2.000 2 11.00
Sig. .059
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